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Abstract

This reseach explored he hstorical Air Force \eluesrelated initiatives that have
existed dnce ts creaion in 1947. The Air Force fes long been interested in ard
conduded values-related initiatives, dthough sometimes with a different focus and
objecive than its precedng initiatives. This study spedicaly examnes wo of the
assurptions made in the cumrent Air Force Cae Values nitiative aganst the hstoric
valuesrelated initiatives o idertify ary differences hat have occurred over time. The two
assurptions spedicaly dealwith the degee b which the initiatives enphaske character
dewelopmert, ard secadly, the role the chapkin plays in theseidertifiedinitiatives. Other
attributes wee also idertified aml canpared acoss te nitiatives. Information was also
provided fom other organizaions exernal to the Air Force that are concemed with
character developmert. Historical ard on-going initiatives from the Unted Sates Air
Force Acadeny were also idertified and campared agaist the curent initiative. The
reseach amalysis idertified a rumber of issues ware sgnificart differences eist anong
the nitiatives. These diferences wee classfied nto the “needsfurther clanficaton”
categay and recanmended for further study. The pimary findings wee that there hes
beena ckarlineage 6 valuesrelated initiatives, there hes beensignificart chargesrecertly
conceming a reduced ermphass on character developmert ard the greaty reduced ole that

the chaplain plays in these values-related initiatives.
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This difference appea to be related to the respecive office upon which the

implementation is assigned.



Chapter 1

Intr oduction

Overview

This thess effort discusseshe curent United Sates Ar Force USAF) Core Values
initiative and aso identifies previous values-related initiatives within the USAF since its
creatonin 1947. Se\eral other initiatives are lriefly discussed in a lroader context within
the US military and US society. This sudy specifically examines several of the
assurptions ard a rumber of related atributes d the curent initiative. The atributes d
the current initiative were compared to the other historical values-related initiatives, as
well asto initiatives being conducted at the Air Force Acadeny ard to what is being
enphaseedin the private secbr. The clapter also provides he dbjecives d the reseach,
the questions that the research attempts to answer, the intended scope and limit ations of

the research, the methodology used, and the overall structure of the research report.

Introduction

The Air Force Cae Values nitiative is an atempt to communicate “the price d
admssbn to the Air Force tsef” and to “serve as a leaca vectoring us lack © the pah
of professonal condud” (United StatesAir Force re Values Pamphlet) The Core

Valuesinitiative wasimplemented under strong suppat of both the Secetary of the Air



Force, Dr. Sheila Widnall ard then Chief of Staff of the Air Force, Gereral Ronad
Fogleman who directed al Air Force canmanders o be ergaged ad cammitted to the
process © communicaing these waues b their respecive sulordinate commanders.
These subrdinate canmanders wee then required to cascadehis information through
their organzaton urtil everyone had the training ard receved a c@y of the Ar Force
Core Values booklet. This initiative is a follow-on to a previous Core Values initiative
under Gereral McPeak,whose paming began back n 1992. While the initiatives are
related, it is interesting that there is no mention of the previous initiative in the Core
Values looklet that is distributed. The kooklet indicates hat it is the “bast guide © the
Air Force Core Values nitiative” ard that it was ‘desgned to be brief, to the pant ard
easyto cary.” This reseach investigated wo of the assurptions idertified n the United
States Ar Force Core Vlues Rimphkt. These assuptions ae the first ard the last of
eight assumptions.

1. The Wre ValuesStrategy exits independentlyf and doesnot compete
with Chapel pograms {The Core Vaues Strategy atempts no

explaraton of the origin of the Vaues exept to say that al of us,
regardless d our religious vews, must recaynize their functional

importance aml acceptthem for that reasm. Infushng the Cae Valuesis
necessayr for successfl missbn accanplishmert.} (The United Statesir

Force Core Values Pamphlet)

8. Ourfirst tak is to fix organiations individual chaacter development
is possible, butit is not a goal {If a cuture o compromise exsts in the
Air Force, then it is more likely to be the result of bad podlicies and
programs thanit is to be symptomatic of ary character flaws n our pele.
Therefore, long before we seek @ implement a claracter developmert
program, we nust thoroughy evaluat ard, where necessar, fix our
palicies, proceses, ard procedues} (The Unted Sates Ar Force Core
Values Pamphlet)

These assuptions, along with the addiional idertified atributes d the nitiative, are

contrasted with previous USAF valuesrelated initiatives ard other literature to attempt to



sdidify or clanfy the intent ard ad the urderstanding ard accepdince of what initialy
appeas to require further explamation. Severa other USAF initiatives have beenidertified
as wel as eevant literature within the Depamment of Defense ard other US sources
involved wth broader initiatives suchas claracter developmen, leadeship developmert,
professional ethics and other relevant “people development” initiatives.

This research not only explores these smilarities and differences between the current
ard previous Cae Values nitiatives, but it also assessede presere of idertified key
attributes n the curent ard previous \aluesrelated initiatives that have beenconducied

since the creation of the Air Force.

Background

The Air Force ntroduced The Little Blue Book” on Core Valueson 1 Januaty 1997
in an attempt to “infuse” commaon values into dl Air Force pasonnel (Appendix A). The
Air Force dertified tree caoe values wiich it felt were broad eroughto cover a multitude
of critical areas.These values include:

e Integrity first

e Service before self, and
e Excellence in all we do

Eachof these hree Caoe Values ncludes a nmber of addtional traits that Air Force
leadeship strongly desres its enployees b enbrace. As an introducton, The United
States Ar Force Core Mlues Rimphkt, aherwise referred to as the “The Little Blue
BooK states,

Whoever you are ard wherever you fit on the Air Force eam) this is your
basic guide to the Air Force Core Values.



The Core Values exist for dl members of the Air Force family—officer,
enlisted, and civilian; active, reserve, and retired; senior, junior, and middle
management; civil servants; unformed personnel; and contractors. They
are for all of us to read, to understand, to live by, and to cherish.

The Core Vaues are much more than minimum gandards  They remind us
of what it takes to get the misson done. They inspire usto do our very
best at al times. They are the canmon bond anong al comradesin amms,
ard they are the glue that unifies the force anl ties us ¢ the greatwarriors
of the past.

Integrity first, Service lefore set, and Excellence in all we do. These ag
the Air Force Core Values. Study them..understand them..follow them
ard ercourage dhers to do the same. (The Unied States Ar Force Core
Values Pamphlet)

Air Force kadeship has shown strong suppat for this initiative asindicated n the 13
November 1996 nemorandumto al mgjor commands field operating agewies ard direct
reporting units (MAJCOM/FOA/DRU) Commanders (Appendix B). Senior Air Force
leadeshp has abo dedtated many hours deivering many speechs over the pastseweral
yeass on the sulject of Core Values. Another indicator of the importance d the Cae
Valuesinitiative, which also providessuppat that the initiative will not quickly go away,
is the factthat Air Force kadeship seestias synificart eroughto discussat length at two
different placesin Global Engagement: A Vision for the 2f' Century. This document
idertifies where the Air Force is headng over the rext seweral decades ah provides
insight on how it plars to getthere. In addtion to addessing Core Valuesasa foundation
of qualty pele, this docunment lists the cae competercies hat include pofessonal
knowledge, arrpower expettise, ard techological know-how. To include detils
conceming the Cae Values nitiative in a long range plaming docunment suchas Global
Engagementdds credibility to the importance Air Force senior leadership is placing on

this effort. Additionally, the Secretary of the Air Force, Dr. Widnal, has sated, “In



essence they are the three pillars of professionalism that provide the foundation for
military leadership a every level. They point to what is universal and unchanging in the
professon of ams’ (The Unted Sates Ar Force Core \lues Rimphetf). Further detail
of these references are provided in Chapter IV.

The timing of the latest Core Vaues initiative is also very appropriate. Recen Air
Force casesfoadutery ard disdbediernce © direct orders have made he retional headine
news. Althoughvalues have aways been important to the military, The United StateAir
Force Core dlues Ryamphektrefersto recen inciderts suchas te CT-43 arl Fairchild B-
52 crasles, the shootdown of the two Blackrewk helicopters over Iragq, aduterous
fratemizaion, ard cantracior fraud anl cost overruns as lig ticket scamlalk that “grew out
of a climate of ethical corrosion” as justification a renewed interest in core values. Major
studiesof ethicsin the Air Force n 1983 ad 1988 sowed that over one-third of the Air
Force personnel are convinced hat integrity is a poblem, ard the lower the rank of the
persons pdled, the nore convinced tey are o the problem’'s existence (Lewalen,
1991:57-58).

The sulpect of Core Values s sucha relevant topic that now is the appopriate tme to
alow for opendiscussins am further investigaion conceming this suhect Two of the
threerecanmendaions from a ealier study ertitled Ethicsin the US A Force: 1988are
patialy addessed by the Core Valuesinitiative (1990iii)). The first recommendaion
included initiating “Project Bold Truth’ and “Project Golden Truth” to reduce false
reporting in operations, which is amilar to what the Core Value of “Integrity first” grives
to improve. The secod recanmendation was b “[e]stadish a task force to determine

how best to teach ethics n the Air Force—autside d accessin ard formal PME



programs—without turning it into an irritant or a squae fillin g exercise” (1990iii) . With
respectto the secod recanmendation from this study, the curent Core Values Working
Group is attempting to acheve this objective. This study canalso be used ¢ erhance hat
effort. Further deail and ddinitions concerning The Unted Sates Ar Force Core \dlues
Pamphletare provided in Chapter 1.

The Ar Force B not the anly sewice nterested n esgblishing “Core Values’
Accading to the Army Times “The Army leadeshp, in the mdst of a multifaceed
project to ingtill “core vaues’ throughout the service, hopes more enlisted soldiers
will... emulate young George Washington rather than Beetle Bailey” (Willis, June 16,
1997:12) The atticle also gated that “Soon the Army will field its Character
Dewvelopmert XXI program, aneffort to unfy the teacling ard meke sue al sddiers start
from a common set of core values’ (Willis, June 16, 1997:12) As is dmilar with the Air
Force, this concem towards valuesof all of the troops has rot beenthe recen trerd.
According to theArmy Times

Yet an Army-wide survey in 1996 sowed nost of the valuesinstruction
was drected pimarily at officers, accading to an official familiar with its
resuts. Cadet Command ard the academes hed their own values
curriculums, but there was o stardard, ard “the average Resae Oficers

Training Caps nstructor did whatever he cane up wth,” the official sad.
(Willis, June 16, 1997:12)

The sulject of who is respasible ard best prepaed © lead dscussin ard the
respecive values taining is also animportant issue. Althoughthe Air Force ras phceda
high reliance an the chaplkins in the past their curent role ard involverrert in the Core

Values initiative is negligible, almost to the point of non-existent.



Another issue that has and will lik ely continue to come up in discussions across the
Air Force is will such an initiative really be able to make an impact among individuds and
their organzatons? Whendeaing with the sulpect of values,is it necessar to teachthem
in terms of moral absolutes or are values relative? Should the values only be important to
the degee that they “functionally” produce he resuks the argarizaton is striving to
obtain or are there Hack am white, right ard wrong values bwards whch the Air Force
should aspire? How will the Air Force be able to convince paties a both extremes of the
continuum of the \alidity of the closen value(s) without alienating then? Some
individuds who believe in mora absolutes and ye find no mention of them in the
document may be frudrated. Others do not believe that moral absolutes or the spiritud
dimension is important when providing the basis for the chosen values. Still others may
believe in moral absolutes and the importance of a spiritud foundation, but aso believe
that this spritual basis shlould not be enphasked asti would “fly in the face” of our
cumrent ruling canceming the sepaation of church ard state. As canbe imagined, this can
be a sersitive issueto many Air Force enployees. Since t is gererally conceded lhat the
members of military services reflect the views and values of the society that they represent,
this initiative must be kept in that context where appropriate.

Nord, author of Religion and American Education, provides me pespecive d how
this training needsto be handled. Nord believes that evenif a cansersus & reacled as ©
what virtues and values to espouse, there may Hill be a problem with how those values are
promoted. Nord qudes Clardes Hayes, autor of Finding Gmmon Ground who
providesthe following comments on core values,“teaching care values nay not be done

in such a way that asto sugges that religious authority is umecesary or unmportant.”



Indeed, characer educaibn “can be hollow amd misleadng when taught within a
curriculumthatis silent about religion.” Herce, saund character educaipn programs “will
acknowledge that many people look to religious authority and revelation for moral
guidance” (1995:340).
What are valuesard how important is the sulpect? Accarding to United Sates Ar

Force Academy’s Basic Cadet Training Honor Lessea$jesare defined as:

core beliefs or desres which guide a motivate atitudesard acions. They

are the worth or priority we phce @ peqle, things, ideas. They are

central beliefs that help determine how we will behave in certain situations.
Some values concern beliefs about right and wrong, most d¢Iigt.

This same document differentiates this ddinition of values from the ddinition of ethical
values. It deines etical values as;'values hat directy relate to beliefs conceming what
isright ard proper. They are deered D have anobligation or stated arother way. they
are what we ought to do, not just what we want to do” (11).

The Civil Air Patrol in its training guide, Valuesfor Living and Ehics for Command
guaes Col. D. M. Malone, “Of all the thousands of things that come under the heading of
“Leadership,” what is it that's ‘most importantSimple...soldiers’ values” (1996:1).

Many programs ard leades have also long recaynized te importance d character
development in any effort where the inculcation of values is being attempted. Initiatives
suchas tese uimately strive to improve the overall characier of eachenployee. The
Civil Air Patrol’s training booklet ties \alues ad character in the following satenert,
“Valuesare what we hold asimportant. Character is who we ae. Our core values shpe

our character” (1996:1).



This relationshp betweenvaues ad character also exsts at the United States Air
Force Acaderny. The Acadeny’s Claracter Dewelopmert Program idertifies hese sam
three Coe Values hat the Air Force fes recertly adted. As a netter of fact, the curent
Air Force Core Valuesoriginated at the Acadeny. Accading to Hal ard Wagie, the
United Sates Ar Force Acadeny defnes character as “the sum d those qudities and
moral excellence which gimulates a peson to do the right thing which is manifested
through right ard proper acions despie internal ard exernal pressues to the catrary”
(1996:36) The Air Force Acadeny alo teacles the importance d character in its
curriculum. In its Second (ass Cadet Study Guidethe Acadeny provides anexcermpt
from Edga Puryear’s book, Nineteen Stax This manuscript was based on interviews
with over five hundred officers wio had al acheved the rank of atleastBrigader Gereral.
The generals were asked, “What role does character play in American military
leadership?”The following is a summary of their replies:

“Without character there is no true kadeshp;” “Character ard leadeshp
are like the pular ‘Horse audl Cariage. Both go to make marriage.
You cant have one without the aher.” “Character is the base upon which
leadeshp is built.” “Character is the rumber one atribute o leadeshp.”
“I camot sepaate leadeshp from characier except that you can have

character without leadeshp, but not leadeshp without character,” ard
that “Character is leadership.”

More briefly others said that the role of character in leadership is “al important,”
“vital,” “the keystong” “the basis,” “the most important factor,” “the basic element,” “the
magor role,” “the whole work,” “decisive,” “dominant,” “indispensable,” “a must,” and as
General Eisenhower summed it up, “everythin(L993:Block 5, 6)

Gerera Hosner, retired Qupeinterdert at the Air Force Acadeny, also provides

same strong wards © the importance d characier. While addessng graduaes of the



Acaderny, he stated that, “Our refocusing eforts beganwith studying what makes agreat
leader. The recurring characteristic we found in all great officers is ‘Character™ (1994:7).
Little reeds ¢ be sad to explain the almve. What was a i of a suprise & the lack of
enphass that the curent USAF Core Values nitiative places o the importance of
individual character developmert ard that the staited frst task is to fix orgarizatons. This
study investigates wether other valuesrelated initiatives, the Air Force Acadeny, ard
other exernal orgarizatons to the Air Force have enphasied the importance of
individual character development and the relationship to fixing organizations.
Asfound in the defnition of character, the sulpect of morals ard ethics caneasly, ard
quite often does,come up n the dscussins o characier ard values. Funk ard Wagnall’s
1956 New College Standat Dictionary provides a ddinition of morals. The following is
an excerpt of the first three definitions provided for the word ‘moral’:
1. Pertaining to character ard behavior from the pant of view of right ard wrong,
and obligation of dutypertaining to rightness and duty in conduct.
2. Conforming to right conduct actuatd by a ®nse o the good, true, ard right;
good; righteous; virtuous.

3. Concemed with the piinciples d right ard wrong; ethicat as nora philosaphy,
moral values.

This defnition not only ties norals, character, ard values bgether, it alko reflects
morals from a point of view of either “right or wrong.”

The Air Force Acadeny’'s Cener for Characer Dewelopmert defnes etics as
“principles ard/or stardards that guide professionals to do what is right, or ought to be

done. ‘Ethics’ or ‘ethos’ is what ought to be” (1994:7).
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Previous Research on the Subjects of Values and Character

This secton expards m the sulpect of what reseach has keendone in the Air Force
conceming the subject of values. The dscus3n provides sone addtional justficaton for
this reseach as wel as seera exanples d the reseach that the Army has conducted in
this area.

The subject of valuesin the Air Force tas beendiscussed sinceits creaton in 1947.In
1972, Dalbey stated the interest in the gudy of personal values had ewen then been
increasng over the previous twerty yeas (1972:1) This interest in values continues
today Everywhere we gowe ae reminded n speechs fom ary of our leades that we,
the pe@le, are the nost valualle resaurce. Since pe@le are so important, understanding
the driving forces (or values) that motivate them to condud their responsibilities in an
accep#éble manner must by defult be very important. Air Force Manual 1-1 recagnizes
this truth. Underthe sulpect of Aerospace Bwer, AFM 1-1 sites,“Ultimately, aeospace
power depenls an the peformance d the pegle who operate, command, and susain
aeospaceplatforms’ (1992:6) AFM 1-1 ako gsatesin Chapter Four, “Prepaling the Arr
Force for War,” that:

People are the decisive factor in war. Although armen tend to

enphasie he mportance d their equpment, how that equpmert is used
(the human factor) is far more important. (1992:18)

How Air Force pesonnel choose t operate ard the decsions that they make are
cettainly influercedby their personal values. The individuals pesonal values ae e d
the forces that affect ethical decsion making (United Sates Ar Force Acadeny
Profesional Development Program, Fall Senester, 1993:Bock 6-5). Given this, it is

imperative o idertify how we caneffectvely inculcate the valuesthat we wart Air Force
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personnel to have. By understanding previous Air Force values-related initiatives we can
be better informed and better able to assess their inconsistencies in the current initiative.

Although the discussin of values has taken place wihin the Air Force or many
yeass, finding previous elevant studies o reseach on historical Air Force valuesrelated
initiatives wasunsuccessfl. Several studieswere found that compared the values leld by
different denographical groups in an effort to idenify respecive diferences. Severa
exanples of thesestudies are piovided elow to indicaie what was bund in the initial
literature review.

There has keena sgnificart anount of reseach on the sulpect of personal values.
Dalbey studied the hierarchy of personal vaues ¢ United Sates Ar Force dficers,
explained same differences n the pesonal values sgtens of the officers, and compared
the data conceming the United States Ar Force dficers to previous reseach deaing with
the personal value systens of United Sates raval officers amd American managers
(1972:112).

Researh by Brerde nvestigaied he exstence d depewert relationships between
personal value systerrs ard sekecied Qualy of Life indicators anong Air Force dficers.
Brende defined Quality of Life as “an individual's sense of well being” (1975:122).

Dethloff ard Doucetin an effort to idertify possble reasms wty the Air Force pilot
retention rate was solow, studied wrether the pesonal ard orgarizationa valuesconflict
(1978:2-3).

McCosh compared the \aue herarches o sekcted Ar Force officer groups
(compary grade dficers ard field grade dficers) to each other ard to the cvilian

population (1986:3) McCosh alko investigated wrether the value hierarchies of officers
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differed basedon the sairce d commissbn for the canpary grade dficers ard field grade
officers as well as the length of service for each officer (1986:3).

Marumoto conducted reseach to examine the diferences n values between senor
milit ary officers and civilians and between senior military officers of the Army and the Air
Force (1988:7).

In eachof the almve reseach efforts, suveys wee utilized to oliain the daa
necesary to make the respecive canparsons. As suppated alove, personal valueshave
been measued across a number of different classficatons of individuak. Previous
reseach has addessed lte diferences letween officer values wihin the Air Force, Air
Force officer values as capared agaist officers o the aher sewices,ard Air Force
officer values compared to the values of the civilian population.

This reseach is different in that it strives o provide sane of the backgound ard
historical documentation conceming the issue 6 values taining. It is more concemed
with “why” and “how” the Air Force has atempted to dewelop valuesanong its officersin
prevous initiatives rather than how have Air Force \alues conpared D those o other
populations. No prevous eseach has keenfound that addessegshis area. Howewer, one
interesting observation that was made while conduding the initial review of literature was
thatthe Army has canpleted a rumber of historical values ad etics elated sudies n the
past. Three of these studies and their findings are provided below.

The first of these studies, authored by Heim, found that the four values d¢ the
professonal Army ethic (loyalty, duty, sefless sevice, ard integrity) were erdorsed aml

“easly contained in the uidecChristian values systeni' (1993iii). This assessment was
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made by reviewing biblical and related literature caceming the ives d Dawvd, Dariel,
Joshua, Nehemiah, and Jesus of Nazareth (1993:100).

The secand study by Price mentioned that the Army had desgned a Tsk Force,
“Character Dewelopmert-2001; to investigate ard dewelop an ethics program that will
meettheir needsfor the 21stcertury. In her study, character was deihed as the attribute
or feaure that makes up am distinguish[es] individuak’ (1996:1) Price ato dates
“Recen pulicaions reiterate with the reed br more ard better training in universitiesard
service acaderres to bestow characier developmert on their young charges (1996:2)
Accarding to Price, asthe issue d declning budges ard downsizing has threaered he
suwival of the academes, defenders canmonly argue ‘that the cost-performarce delate
cloudsthe issueof the true stength of the sevice acadeiss: character developmernt”
(1996:6) Here Price B gating that al of the srvice academs are enphaszing the
importance d deweloping character, ard if for no other reasm, petapsbasedon that
alone the academas stould remain open Price ato found that the ethics and character
curriculums were very different betweenROTC institutions ard the academes, mainly in
the areas of platform hours of instruction and officer selection (1996:19).

The third sudy was coducied by Nawaol which reviewed low the eaty
dewelopmert of character in the life o Robert E. Lee payed a érge, if not most important,
role in his successesNawarol stated hat “Moral character in leades is recagnized asan
important ingredient to winning on the kettlefield...strong character-certered leadeshp
remans as a key fundamental principle to effective military leadership today” (1995iii) .
Naworol concludes that Lee's “character ethic is what gave him the capability to inspire

his Army ard nove the uthern nation” (1995:85) Nawaol was “convinced that
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Aristotle ard Clausewtiz were correct in sayng that genus s composed d intellect ard
character’ (1995:86) Althoughthere were some accaunts that indicated Lee wasnot the
most intelligent man, this only adds suppat for Nawaol's argumert that character in
leaders is equally important to intellectual aspects of being a leader.

The findings fom the last seeral studies povided alove weke closer to the intent of
this reseach thanthe previous Air Force eseach that has beenconducted in theseareas,
but they were also Army spediic. This reseach focuses pgmarily on Air Force nitiatives.
Although the focus d this reseach is highly qualtative, it is nonetheless citical to
identifying and understanding what the various initiatives were over time, and the role that
character developmert played a did not play in the initiative. This baselne should prove
helpful in subsequent research efforts.

Given the importance anl priority placed upa the current Core Valuesinitiative by
senor Air Force leadeshp, reseach is necessar to ersure that it is credble. This
includes being consistent, where appiopriate, with prevous Ar Force \aluesrelated
initiatives as well as being externally valid with current thinking in organizations outside of
the Air Force. In the cases wére diferences doexst, they stould be explainable. By
identifying and comparing the previous initiatives to the current initiative, possible
improvements may suifacethat could be incorporated nto the curent initiative or that if
clarified would increase the credibility of the current initiative.

This reseach idertifies pevious \aluesrelated initiatives ard idertifies anl ewaluates
the enphask placed @ cettain attributes suchas claracter developmert where an effort is

being made to inculcate particular values to its employees.
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Problem Statement

There is little exsting literature that idertifies, discusses o evaluaies ary of the
previous Air Force vaues-related initiatives. As a result, no comparison or assessment
can curently be conducted urtil the previous nitiatives ae dertified. Ornce these
initiatives are idertified, an initial assessert needs ¢ be conducted to idertify ary
significant differences.

Further, the logic of two of the assumtions within the Air Force Cae Values
initiative also seento merit further study. Specficaly, the two assurptions that are made
in the curent initiative that are canpared o historical initiatives include: (1) The Core
Values Strategy exids independently obnd doesnot compete ith Chapel pograms
and (20 Our first tak is to fix organiations individual chaacter development is
possible, but it isnot a goal The first assumption raises the question of why an initiative
such as this, “attempting to transform a climate of corrosion into a climate of ethical
commitment,” would want to divorce itself from chapd programs. The second question
that it raises s why one wauld expectary Air Force piogram to compete with any other
Air Force pogram. The secod assurtion also raises a quesdn. Basedupon the
Guru’s Guide which is suppating documentation for the curent Core Valuesinitiative,
“Only human bengs can recognize and follow vaues. Organizations have and follow
values aly in sofar as sgnificart numbers o their members have ard follow theni (Air
Force Core Vdues—@iru's Quide, Chapter VI:2). If thisis true, why does the Air Force
enphaske fixing the organzaton first, rather than the individual? Further, it begs he

guestion of whether organizations can or should be fixed before fixing the individual.
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Research Objectives

This research hawo primary objectives which are identified below:

1. To identify ard provide a chonology of the hstorical Air Force \aluestelated
initiatives that preceded the current Air Force Core Values initiative.

2. To compare ard contrast the Air Force \dlues Elated initiatives as wdl as
initiatives keing conducted at the Urited Sates Ar Force Acadeny. Specal
attention was gven to how each initiative addessesindividual character
development and the role of the chaplain and other selected attributes.

Research Questions

This study has four research questions that are addreBsese include:

1. What initiative directly preceded the current Air Force Core Values initiative?

2. What other Air Force initiatives/programdefforts related to values have been
conducied? Theseinitiatives could include aly previous Ar Force efort that is
focused o suchissues as d@macter, morals, values, ard ehics asopposed to
dealing with improving intelligence/skills/knowledge/competency.

3. How are these initiatives smilar to and different from the current Air Force Core
Values initiative?

4. What have these elated initiatives enphaszed wth respect to character
development and the role of the chaplain in conducting the respective training?

Intended Scope and Limitations

While valuesrelated initiatives both within the DOD aml exernal sources were
referenced, the focus was o the USAF. Further, akthough the Cae Values ae ckaty
statedto appy to al Air Force pesonnel, much of this reseach focused pmarily on the
valuesrelated initiatives that are or were directed pimarily towards dficers am to cades
prepaing to became officers at the United States Air Force Acadeny. This is due b the
fact that much of the daa found canceming USAF valuesrelated initiatives hed as a
primary auderce dficers amd Acadeny cades. Severa other initiatives that had a much

broader scope across Air Force personnel were also reviewed.
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There are savera limit ations of this sudy. First, this research focuses only on Air
Force \aluesrelated programs. Refrence D other related eforts in educaiton ard to the
other servicesis minimal. It is likely that a more thorough literature review of the existing
valuesrelated initiatives in eachof the other sewvices as welas h agermies exernal to the
DOD (suchaseducaibn ard indudry) may produce addional findings that the Air Force
could incorporate to improve the overall effectiveress ¢ its initiative. In addtion to the
Acadeny, there ae a mmber of addtional educaional institutions in the Air Force that
provide ‘values” training to both compary grade ad field grade dficers. Theseinclude
the accessn schools, (Officer Training School, ard Reseve Officer Training Corps), ard
professiona military education (PME). Examples of PME where these values are taught
to different degeesinclude Squadm Officer School, Air Command ard Saff College,
and Air War College.

Secand, there is not much consideration for training providedto erlisted personnel
and civilians through educational institutions. The exception is in instances where a
respective initiative, such as the Air Force's current Core Vaues initiative relates to al Air
Force employees.

Third, the issueof whether or not aduts canbe significartly impaced ty a claracier
development program is not a focus of this sudy and is only minimally addressed. Many
would arguethat by far the nost productive time to inculcate individuak with valuesis at
childhood under the lead efforts of the parents.

Another limitation is that since this research is not experimental, the results do not
provide anassessert of the actial success fothe curent baselne nitiative ascompared

to the successhat a “new ard improved” version of the Cae Valuesor a previous values
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initiative that included he appopriate enphass, would or did acheve. The cumrent Core
Value initiative is still too “young” to conduct a fair assessment of its effectiveness.

Two of the largest limitations or constraints concerning this research were the fact
that few individuak had acualy beenasseiated wih more than one o the respecive
valuesrelated initiatives. The consequere d this is that the sulpectivity is increased
concerning the differences between the initiatives. The other limitation is the fact that
little historical documentation has been kept by the respecive orgarizations that were
responsible for the earlier initiatives.

Last, this reseach begins with the premise that there is nothing wrong with the three
Core Values hat the Air Force tes closen This doesnot meanthat theseare the only or
perhaps lest values b which Air Force pesonnel stould aspie. What it doesmeanis that
the three values are unversal enough that it is believed that most individuds will accept
them as bang worthwhile and hanorable vaues to bdieve in and pusue Some may argue
that theseare not the most appiopriate values @ that pehaps he three ae anly a snall
sulset of the valuesthat should be held in suchhigh regard as the glue that unifies the
force ard ties us to the great warriors ard pubic sewvarts of the past as sated n the
pamphlet. AF leadership acknowledges this criticism in the pamgiyedtating,

Some persons ae lothered ty the fact that different branchesof the sewice
recagnize different values;other persons are tothered ly the fact that the
Air Force oncerecaynizedsix values ad has row reduced hemto three.
But thesepersons neednot worry. It is impossble for three @ six or nine
Core Valuesto capure the richnessthat is at the heat of the professon of
ams. The values ae road sgns inviting us b consider key feaures of the
requirements of professional service, but they cannot hope to point to or
pick out ewerything. By examning integrity, sewice, ard exelence, we
also ewertualy discover the importance d duty, honor, country,

dedcation, fidelty, competrce, ard a lost of other professonal
requirements ard atributes. The important thing is not the threeroad signs
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our leades choose. The important thing is that they have sekcied oad
signs, and it is our obligation to understand the etical denands these oad
signs pick out.(The United States Air Force Core Values Pamphlet)

Structure of the Research

Chapter 1 provides an introducion to the rewly introduced Ar Force Cae Values
initiative and identifies several assumptions that are made in the current initiative that may
be different from the historical direction of past initiatives dealing with values. Chapter 1
also provides he goundwork for the sulpects o values ad character ard idertifies
prevous Ar Force aml Army reseach that has keenconducted in these agas. It also
idertifies he poblem statenert for this reseach, the spedic objectivesard quesions that
this research hoped to achieve and answer and the scope and limitations of the research.

Chapter 2 discusses the methodology that was utilized to complete this research.

Chapter 3 provides perspectives from relevant sources external to the Air Force.

These nclude The Covey Leadeshp Certer, the Joseplson Institute of Ethics, ard
the Character Educaton Partnership. Lastly, portions of Joint Publication 1 (Joint
Warfare d the Armed Forces @ the Urited Sates)that are relevant to the sulject of core
valuesand background on West Point’'s Honor System are also highlighted.

Chapter 4 provides geaer backgound on the curent Air Force Coe Values
initiative. This chapter provides the baseline information upan which previous initiatives
were compared. This chapier includes he hstory of the initiative, a review o its
supporting documentation and several additional findings of the initiative.

Chapter 5 idertifiesthe previous Air Force \aluesrelated initiatives that have been

conducied within the Air Force since just before its creaion as a sepate sewice up
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throughthe 1993 mitiative where Gemral McPeak mstituted the ariginal Air Force Qre
Values Program.

Chapter 6 idertifiesrelated initiatives that are an-going atthe Unted Sates Ar Force
Academy.

Chapter 7 contains the aralysis ard discussin of paticular atributes acoss he
valuesrelated initiatives ard ako aganst initiatives ard pdicies at the Air Force Acadeny.
It also summarizes hese indings aml idertifies aeas where future reseach can be

conducted.
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Chapter 2

Methodology

Introduction

This reseach is both exploratory ard historical in nature. The first objecive is to
idertify historical Air Force \aluesrelated initiatives arl relevant backgound of eachof
these nitiatives. This study then compares and contrasts the curent Air Force Cae
Values initiative to the previous Air Force Core Values Program under General McPeak,
other identified Air Force values related initiatives, initiatives being conduded at the Air
Force Acadeny, and seweral other organzaions external to the Air Force. Because bthe
exploratory nature of the sudy, the findings aml obsewvations are rot explicitly classfied

as either a strength or a weakness but rather classified as needing further clarification.

Research Design

Due D the hstorical nature of the reseach objecives, historical document aralysis is
the primary techique utilized. Orce the hstorical docunentation of the respecive
valuesrelated initiatives hed beengathered, a case sidy was usedd compare the key
attributes d the two most recert initiatives, the Acadeny’s initiatives, ard the other

historical Air Force values-related initiatives.
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Yin believes case stdies ae appopriate when askng exploratory “what” type
quesions (1994:5) Observation was utilized in order to observe how individuds who
were idertified as e respecive “gurus” within the canmand actialy accepeéd or rejected
the training provided by the discussion leaders.

To accanplish the historical docurrent aralysis, the auhor first neededto obtain the
relevant documents to aralyze. In order to accamplish these dounents, two qualtative
techniques, in-depth interviewing and €lite interviewing (expert opinion), were used. Yin
also ercouragesthe useof several methods, so as b make deerminations based m the
convergence of multiple sources of evidence (1994:93).

Through discussions with key personnel, from here on referred to as experts, who
were familiar and involved with the identified initiatives, it was hoped that these respective
experts could not only provide teir perspecives an opinions conceming these mitiatives,
but also point to any existing written documentation that could be obtained, reviewed ad
perhaps cited 0 as to ensure the credibility of the sudy. Persona commants,
perspecives ard opinions were also used b suppat the idertified witten documentation.
This is espealy the case ware little a no written docunmentation wasfound conceming
a respective initiative.

No enpirical daia were found on how effective the previous Air Force initiatives
were, therefore without a quatitative lkaselne upm which to compare the curent
initiative’s successthis research was strictly qualitative.

The following secion explains in more detil the nmethodology for eachof the study s

two objectives and four research questions.
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Research Objective #1

To identify ard provide a chonology of the hstorical Air Force vauesrelated
initiatives that preceded the current Air Force Core Values initiative.
Two of the four Reseach Questons idertified n Chapter 1 relate to this objective.

They are:

Research Question #1

What initiative directly preceded the current Air Force

Core Values initiative?

Research Question #2

What other Air Force initiatives/programdefforts related to values have been
conducied? Theseinitiatives could includeary previous Air Force efort that is focused o
suchissues as @macter, morals, values,ard ehics as pposed b deaing with improving
intelligence/skills’lknowledge/competency.

These questns were arswered ty conductng interviews with expert personnel.
Telephone amd face b face nterviews weke conducted with respecive experts that had
beenasseiated with previous “valuestharacter developmert” initiatives. This appioach
wasnecessay since the auhor had little expelierce n this sulject as wel as he fact that
little daumentation was bund canceming the hstory of Air Force “values” programs.
For the pupose of this sudy, “expeits’ are defned as individuab who had direct
responsibilit y for developing, writing, or implementing any of the respective initiatives that
are dertified. Expertts ako include hstorians ard individuak who are idertified through

other expert contacts as kowledgealle saurces d information. In other words, the
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author started with the individuak respansible for implementation of the curent Core

Values initiative and worked to identify other individuds who worked previous programs

Consequetly, names of expelts were obtained both through word of mouth ard from

written documentation. Rehted initiatives cansist of al initiatives that can be traced as
artecedets of ary of the later developed pograms. Not al programs related to the

curent Core Values nitiative were necessaly caled or even had the term “values” in

their name. For exanple, other historical initiatives that included suchterminology as
“moral leadeship” and “character guidarce” exsted in eaty Air Force hstory ard were

found to be related.

Another appoach used m the literature review included waod seaches n relevant
databases,suchas he Deknse Techmical Information Certer (DTIC). Severa studies awl
other supporting documents were found in DTIC that are referenced in this document.

At the beginning of this journey, the quesibn conceming where the cumrent three Air
Force Core Valuesoriginated waspondered. Through discusson with sewera professeos
atthe Air Force Institute of Technology, it was dscovered hat the Air Force Cae Values
were first developed atthe Urited Sates Ar Force Acadeny ard later adgpted by the Air
Force. This was cafirmed by contacing the Acadeny ard speakig with experts
responsible for implementing the initiative world-wide throughout the Air Force. Further
guestioning revedled that the implementation responsibility really consisted of a team of
individuds comprised primarily by a member of the Philosophy Department a the Air
Force Acadeny ard a member from Air Educaton ard Training Canmand. Through
discussbns with members o the Acacemy’s Fhilosgphy Depatment, it was leaned that

the new Air Force Core Values initiative had its genesis in a previous Core Values
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Program under Gereral McPeak wtlere the Air Force espased si values nstead d the
current three streamlined values urder Secretary Widnall and General Fogleman. A search
on the internet for “core values” identified the Air Force Core Values home page.
Once t was kamned that the Acadeny was he originator of the Air Force’s cumrent
Core Values,a tip was nade © the Acadeny to gaher related meterial conceming the
cumrent Air Force nitiative as wellas b gaher information on other related eforts that are
on-going atthe Acadeny. This trip provided seeral of the source docunents that are
discussedn this reseach and were the keginning of the “journey.” The dauments
obtained kd the auhor to other offices ad individuak acrossthe United Statesaswell as
one individual now gationed in Gemary to contact relevant individuak who were key
players (expetts) in the dewlopmert ard implementation of the respecive initiatives. A
list of these key experts who were interviewed concerning these initiatives is provided in
Table 1. These individuds are provided in the order in which they were initially

interviewed. Follow-on interviews were also conducted with several of these individuals.
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Table 1. Experts Interviewed Concerning Values-Related Initiatives

Name

Responsibility

Lt Col Jeffrey Zink

Dept of Philosophy, USAFA

N

Lt Col Pat Tower

Current Core Vadues initiative Co-
administrator, Dept of Philosophy, USAF

P

Col Charles Myer

Director, Dept of Philosophy, USAFA

BGen Karen Rankin

AETC/XP

Capt Steve Davis

Honor Education Officer, USAFA

Lt Col Ken Barker

Director, Honor Division, USAFA

Mr. Duanne Reed

USAFA Archives specialist

®|~|o| 01| |00

Maj Carl Rehberg

Previously assgnedto Certer for Character
Development, USAFA, (Honor Division)

Chaplain (Maj) Eric Fenton

Air Force Institute of Technology Chaplai

—

.Pastor Steven A. Crossman,

Reserve Chaplain (Major)

Reseve Chapbin with McPeak Core
Values initiative experience

11.

Chaplain (Lt Col) Brian Vansickle

Prevoudy assgnedto Certer for Character
Dewelopmert, USAFA, ard primary author
of Design for Spiritud Development
pamphlet, USAFA

12.

Maj Lee DeRemer

Previously worked for Gereral Fogleman
Long Range Planning office

13.

Col James Woody

Center for Character Development, USA

FA

14.

Col Chuck Yoos

Center for Character Development, USAR

FA

15.

Lt Col Michael Fekula

Center for Character Development, USA

FA

16.

Lt Col Doug Dunford

Current Core Values initiative Co-
administrator, AETC

17.

Lt Col Ed Billman

Member of the Air Force Quality Council
Working Group at AETC in 1993 under
General McPeak’s Core Values Program

18.

Chaplain (Lt Col) Alex Roberts

Primary writer of 1993 McPeak Core
Values Personal Application Handbook

19.

Chaplain (Major) James Cultter

Chaplain Service Institute

20.

Msgt Ingrid Metcalf

Air Force Qualty Institute, expelierce with
McPeak’s Core Values initiative

21.

Chaplain (Lt Col) Ken Colten

Civil Air Patrol

When contact was nade wih individuak who were idertified as egett, the autor

introducedhimself ard provideda brief explamation of the efort that he was caducing.

The author then proceededd quel the individuak conceming their involverert with the
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respecive initiative with which they had expererce. Openerded quesons suchas te
following were asked: What was yur involvenert with the respecive initiative? What
ewerts led to the gemsis d that respecive initiative? Who was respmsible for
implementation of the initiative? What type of written documentation do you have
conceming the nitiative? What wasyour perspecive conceming the initiatives strengths
and/or weaknesses? Who else could | speak with that is familiar with this initiative that
the author may be alde to obtain addtional docunentation from? Is the individual awae
of any other information concerning aty of the other value related initiatives or other
points of contact that could be able to provide additional insight?

As canbe imagined, depewling on the respecive experierce of the individual being
interviewed, the interviews lasted from five minutes to over an hour. Multiple discussions
were held with seeral of these epelts. Depermling on the interviewee’s respanseto each
of the alove quesons, follow-up quetions were often pursued. While no formal
statistical data cdlecion was accoplished for aralysis, the author was alde to obtain
gualtative insight ard expeit opinion. The inputs ae reflecied aml idertified wrere
appropriate in subsequent chapters.

Because Dthe sesitivities that sametimes suround initiatives suchas tese, most
interviewees ageed b provide teir peispecives hut shared some concems atbout being
quated verbatim. In order to overcome this, the auhor ageed b discuss rany of the
comments in a nore gereric fashion, where for exanple a satermernt may be atributed o
“an individual close o the efort” rather than to a spedic individual Only in sewra
sectons have experts beenquaed, ard in these cases parsson has keengrarted from

the respective individuals.
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Research Objective #2

To compare ard cantrast the Air Force \alues elated initiatives aswell asinitiatives
being conducied at the United States Air Force Acadeny. Specal attention is given to
how eachinitiative addessesndividual character developmert ard the role of the chapkin
and other selected attributes.

This objective is related to the research questions three and four which ask,

Research Question #3

How are these initiatives dmilar to and different from the current Air Force Core

Values initiative?

Research Question #4

What have these elated initiatives enphasized wth respectto character deelopmert
and the role of the chaplain in conducting the respective training?

The mehodology used to answer these research questions is very smilar to the
prevous appoactes nentioned almve. The arswers © thesequesions were obtained
through docurrent aralysis ard by conductng interviews with those idertified as he
expetts. This objecive isinterested n idertifying charges hat have beenmade over time
betweenthese elated initiatives. Amongst these chrges ad differences, this reseach
focuseson the enphass or lack hered on individual characier development ard the role
of the chaplain.

In orderto arswerthis quesion, a case sidy was caducted. Accarding to Robert
Yin, in addtion to the sudy s questons thenseles,there are se\eral other componerts of

a reseach desgn that are espeallly important. Two of these conponerts that are
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relevant to this effort are the units o aralysis ard the ciitena for interpreting the findings

(1994:20).

Units of Analysis

Conceming the units o aralysis, Yin states,“As a gesra guide, the defnition of the
units of amalysis (and therefore of the case)is related to the way the nitial reseach
guestions have been defined” (1994:22).

The unts of analysis in this sudy are the attributes of the different initiatives. A list
of the attributes usedn the aralysis are provided h Table 2. For puiposes @ this study,
four groupings of initiatives were considered: the current Core Values initiative, the
prevous Cae Values Pogram, the Air Force Acadeny initiatives, ard al other historical
Air Force valuesrelated initiatives. Because bthe gioupings d the last two caegaies,
same gererdizaton had to take phce. For exanple, it may be that three of the four
prevous Ar Force nitiatives wee concemed with character developmert. That grouping
would still show that overall, the initiatives were concerned with that aspect. The same

rationale exists for the Academy’s programs.
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Table 2. Attributes Considered in the Case Study

Stated Intent/Purpose of Initiative

Role of the Commander

Role of the Chaplain

Audience

Centralized or Decentralized

Communication Media

Authors of Supporting Materials

Amount of Supporting Material

Types of Supporting Material

Emphasis on Character Development

Emphasis on Fixing Organization

Spiritual Emphasis

Tone of Associated Pamphlet and Supporting Material

Basis/Foundation of Respective Chosen Values

Supporting Role/Advisor to the Commander on Initiative

Number of Values in the Initiative

Criteria for Interpreting the Findings

Conceming the aher important componert in a case sidy, criteria for interpreting
the findings, the gudarce aaiable is evenless. Yin states,”Currently, there is no precise
way of setting the criteria for interpreting these types of findings One hopes that the
different paterns ae suficiertly contrasting that...the findings canbe interpreted in terms
of comparing atleas two rival propaositions’ (1994:26) Becaus of this, greatcare nmug
be takenin deweloping these citeria sothat ary biasis minimizedand so other reades will
agree that the criteria established appear reasonable.

This study does rot attempt to classiy the idertified dfferences as ¢her a strength or
a weakress, but rather it groupsall significart differences n the caegay referred to as
“needng further clanficaton.” Evenin the case wére the curent Core Valuesinitiative

differs from dl previous values-related initiatives, the atribute is Hill classified as needing
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further clanficaion since t was mt within the scpe d this reseach to idenify the
“goodness” or “badness” of any of the initiatives attributes.

Justbecause lte findings d this reseach are chssiied as armarea “needng further
clanificaton,” it by no mears implies that these $sues & unmportant. Rater, since his
historical reseach was eyploratory in nature ard because &y few Air Force personnel
contacted a interviewed had muchinvolvenent or knowledge n ary more thanone of the
idertified nitiatives, it was frst necessar to idertify what the key differences wee.

Future research can further explore each of the issues that are identified.

Protection of Quality Within the Research

All reseach desgns reed b ersure that qualty is maintained n the aeas & construct
validity, internal validity, external validity, and reliability. Case sudy methodologies are
no different (Yin, 1994:33) This researcch incorporatestwo of the tacics recanmended
by Yin. The first tacic that was usedd ersure construct validity was te cdlecion of
data from a number of different sourcédn refers to this as triangulation (1994:91).

The second tactic that was used to address the issue of reliability was the disclosure
of the mgjor experts wio were interviewed aml whose canments aml recanmended
documrentation sewved as te besis for this reseach. Another mears d ersuing that
reliabilit y is mantained is throughthe use of a case sudy protocol. The following section

discusses this protocol.

Case Study Protocol

Yin refers to the use ¢ a case sidy protocol as“a mgor tactic in increasing the

reliability of case sudy research and is intended to guide the investigator in carrying out
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the cag sudy’ (1994:63) Yin idertifiesthat the protocol should include an overview of
the case stdy project field procedues (vhich includes be gemra saurces of
information), ca® study quesions, ard a gude Pr the cag gudy report (1994.6465).

The first three of these areas are discussed below.

Overview of the Case Study Project

All of the individuds interviewed were informed of the focus of the sudy. The
paticiparts were alo ersured that they would not be direcly quaed urless their
pemissbn was eceved. In sane cases ware drect quaations wee used,copies d the
draft write-up were faxed to the respecive individual to verify accuacy of the qudation

and context that it was placed.

Field Procedures (Sources of Information)

The sairces ¢ information were numerous. Table 1 povides aikt of the pimary
experts wiho were contacied aml interviewed coxceming the previous hitiatives. These
saurcesalso providedrecanmendaions conceming what addtional docunrentation should
be obtained aml where it could possbly be found. Theserecanmended saurcesthat were

obtained and utilized can be found in the bibliography of this study.

Case Study Questions

As mentioned alove, openerded quesons were utilized. Depenling on the arswers
to the quesons ard the overal expeilierce hat the interviewee had with previous
initiatives, addtional quesions were asked. The tme of eachinterview also varied lased

upon the different amount of knowledge each respective expert had.
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Summary

This chapter descibed the techniques bat were used ¢ gather data to accamplish the
reseach objecives by amsweling eachof the reseach quesions. The sythesis o this
historical data alowedthe reseach objectivesto be met by arsweiling eachof the reseach
guestions.

This chapier explained how through interviews am docunment aralysis, Air Force
valuesrelated initiatives were tracedback to the creaion of the Air Force. Orce these
initiatives were identified, they were compared to identify similarities, differences and
areas eedng further clarficaion. Document aralysis was the only method used for
gathering data relevant to sources external to the USAF.

The next threechapters presen the literature reviews anl the dat gahered hat was
necessar to conduct the compaiison. The camparative aralysis occurs in Chapter VII.
The resuks d this aralysis canthen be used © make chargeswhere ard if appopriate to
the curent Core Values nitiative, ard ako as deas ér future reseach in the aeas

identified as needing further clarification.
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Chapter 3

Relevant Sources Exernal to the Air Force

Chapter Overview

This chapter reviewssame of the sebcted eferences hat provide loth the seting ard
framework within which the USAF Core Values initiative should be examined in order to
obtain a better understanding of the basis of such initiatives from organizations external to
the USAF. Further it establishes the “thinking” on the importance of qudity, strategic
plaming, vision, misson ard cae vaues ad the importance d character educaion ard
development bath to improving individuds and organizations This chapter contains daa
from sourcesrecanmendedby either the expeits previously idertified a referenced n the
USAF Core Valuesinitiatives in 1993 @ 1997. Three agarizatons which are sparate
and distinct from the military that are recognized in this general area are The Covey
Leadeship Cerer, the Jseplson Institute d Ethics, and the Character Educaton
Partnership. Lastly, relevant portions of Joint Publication 1 (Joint Warfare o the Armed
Forces of the United States) ard backgiound on West Point’s Hanor System are ako

highlighted.
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Background

In seaching efforts exernal to the USAF, probaldy the nost significart movement in
US gciety in the 1980swasthe quaity movement, led by Dr. Edward Dening. In his
1982 wok, Out of the Crisis, Dr. Demng writes ‘“This ook teacles he transformation
that canonly be accanplished by man. A compary camot buy its wayinto qualty—it
mug be led into qualty by top managenent” (1982:nsde cover). Dr. Deming listed
fourteenpaints that showed he wayout of the ciisis. Other insprational works included
In Seach of Excellence by Thomas Pders and Robert H. Waterman J.. This book
outlineseight basic principlesused ly the kest run American comparies o stay on top of
their respecive indudry (1982:235) In addtion to saying close to the cusomer, one o
the pinciples was prducivity through pegle—creaing in al enployees be awaeress
that their best efforts are essential.

Many other renowned authors such as Dr. Stephen Covey, in his Seven Halts of
Highly Effecive Reople ard Principle Cenered Leadershp in the kte eighties and ealy
nineties respecively, srongly suggesed a eexamination of the individual and corporate
philosophy that should includethe use ¢ a vision statenert, a msson statenert, ard cae
values. These ad other references erphasied te importance d the ruman elenmernt ard
called for a transformation from short term management of things to longer term
leadeshp of pegle. While al three d the alove auhors have both national ard
international recagnition, they reflect the retional thinking that continuesto impact US
industy, acaderna, as wel as he military. Most relevant to this subject are the works of
Stepren Covey becauseof his enphass on the importance d two characteristics that

determine the value d individuak as eades. These ag canpeterce aml character. Both
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are essetial in the devlopment of trust betweenone individualard arother. It isCovey's
opinion that “Trug or the lack of it is a the root of success or failure in relationships and

in the bottomline results of business, industry, education, and government” (1992:31).

Introduction

The rext seeral sectons briefly review the relevance d dat obtained that reflects the
thinking ard teaching of the Covey Leadeship Certer. Severa referenceswere contained
and Dr. Covey's book Seven Halbs of Highly Effecive Reople, were referenced in the
bibliography of the Pamphlet, Foundationsfor Quality: Air Force Gre Values which
wasdistributed under the 1993 ©@re ValuesProgram. The aher two orgarizations that
are dscussedthe Claracter Educaton Partnership ard the Jseplson Institute of Ethics,
offer interesting insights on the reed or character educaion, curent trends and leading

performers.

The Covey Leadership Center (Dr. Stephen Covey)

Several of the piinciples aa conceps referenced n the McPeak Core Values
Program had their geresis in the teachings d this organzation. The Covey Leadeshp
Center emphasizes two leadership characteristics: <kills (or competence) and character.
Covey states, “Character is what a persorskslis are what a person can do” (1992:196).

In much of the gemral literature reviewed as welas he spedic citations that are
addessed &re, it is difficult to find a axonomy for the rumerous pics suchasvalues,
ethics, morals, principles, virtue, wisdam, codes,trust, ard character. Likewise, some of
thesewords are usedsomewhat interchangealty within the curent USAF Core Values

initiative. As a baseline for this effort, this research provides some relationships that add
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structure. Covey sees ltat al acions should be tied © principles whch he equaés to
natural laws. From a cae setof principles,the character elenernt then becames the most
important characteristic and provides the beginningrofciple Centered Leadership

In Principle Cenéred Leadershp, he introducesa rew pardigm—that we cemer our
lives and our leadeship of orgarizatons ard pe@le on cetain “true rorth” principles.
The use of this terminology was found in briefings on Core Values that were given during
the 1993 @re Valuesinitiative. In this book, Covey deat with what the principles are,
why we need to become principle centered and how we attain this q@oNgy states:

Principles ae ot invented ly scciety: they are laws o the universe that
pertain to human relationships and human organizations They are part of
the human condition, consciousress ad canscierce. To the degee pegple
recagnizeand live in harmony with suchbasic principles asdirness,equty,
justice, integrity, honesty, ard trust they move towards either suwival ard
stability on the one hand or disintegration and destruction on the other.
(1992:18)

Also according to Covey:

Principles appl at al times in al places. They suiface n the form of
values, ideas,norms aml teachings. They upift, eralde, fulfill, empower
and inspire people.

Principle Cenered Leadeshp is based upo the realty that we camot
violate these natura laws with impunity. Whether or not we believe in
them they have been proven throughout history. Individuak are more
effecive aml orgarnizatons are nore enpowered whenthey are guidedard
governed ly these povenprinciples. They are not easy quick fix sdutions
to personal and interpersona problems. Rater, they are foundatonal
principles tat when appled cansistently became behavioral habits erading
fundamental transformations of individuds, relationships and organizations.
(1992:19)

The foundaional principle in anindividualaccading to Covey is trustworthinessard
betweenindividuak is trust This value a character trait is best equaed to what the

curent Core Values pamhlet idertifies as I'ntegity.” Further, the United StatesAir
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Force Core Vlues Rimphkt gates that integrity is a “character trait.” The 1993 Core
Valuesprogram states“Core Values ae rot just nice deas © which we gve lip sewice.
They are foundaional principles upon which a ftuly qualty Air Force B huilt”
(Foundationsfor Quality: Air Force Gre Values 20). It does appeathat core values
are fundamental principles and represent a reflection consistent with Covey thinking.

Other individuak have also enphaszedthe mportance d trust One suchquade by
Chaplbin Roberts, the pincipal contributor to the 1993 panphlet, Foundations for
Quality. Air Force Core Values, A Personal Application Handbook,s “A congant
theme of the Air Force today is the notion that enduring qudity will only flow out of an
‘ingtitutional cukure’ characterized ly trug” (1994,45). Another is made by Taylor who
states hat “West Point requires d her studeris a claracter for trustworthiness hat knows
no evasons’ (1948:3) Thes datemnerts provide anindicaton of the importance ard the
emphasis that the subject of trust receives in military environments.

If we accepiCovey’'s wo essetial ingredients of character and competerce ard his
respecive views hat character is what a peson is ard canpeterce s what a peson can
do, this providescleaer understanding of much of the dat that follows. Character is “the
sum of those qudities and moral excellence which stimulates a person to do the right thing
which is manifested trough right and proper acions despie internal ard exernal
pressures to the contrary” (1996:36).

Competence is the qudity of possessing the Kill, knowledge and experience to
perform a task (FoundationsFor Quality: Air Force Core Values 3). Competerce ato

includes intelligence as defined in other literature examined.

39



Character ard campeterce hen canbe viewedas the human competercies. Given
thesedefinitions of character and campeterce, other data relating the wo cleaty indicate
the importance of both and their relationships. Several exanples d this relationshp that
were stated n the CEP report are piovided n Table 3. For exanple, Martin Luther King
stated “inteligence plus character—that is the goal of true educaion” (1996, ii).
Theodore Roosewelt stated ,“To educag a peson in mind ard not in morals is to educag
amenaceto society” (13). Another suppating gatenmert conceming this issue, that is not
in the CEP report, states, “Character educaion is as ¢d as educan itsef. Down
through history, educaibn has hed two greatgaoals: to help pegle becane smart ard to
help them became good” (Lickona, 1993:6) While other references are mede n this
effort on the importance d characier, none hit harder ard more relevant than the
statenmert from the USAF Acadeny, Honor Code Reérence Hamlbook of the Air Force
CadetWing. It states, “The Acadcemy experience s designed to make character
certral to tomorrow’s Air Force kader’ (1996:21) With this enphass on the
importance d character developmert in the individual the next secton reflects Covey’s
views relating the individual to the organization.

Individual Versus Organizational Change Which one shlould be corected irst,
the individud or the organization? Does it really matter? Dr. Covey and Dr. Deming
think so. Covey states:

W. Edward Demng, the ecaomic Isaiah of our time, has sad that atout
90 peacent of the problems in organizations are general problems (bad
systens)—only alout 10 pecert are spedic problems with pegle. Marny
managers misinterpret such dat, suppasing that if they correct the
structure ard systens (prograns), the problems with pemle

(programmes) will go away. The reverse is actudly true if you correct
the 10 pecert first, the aher problems go away Why? Becausepemle
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are the programmers, ard they use sgtens aml structure as he outward
expressons of their own character ard campeterce. If you wart to
improve the program, work first on the programmer; people produce the
strategy, structure, systens, ard syles d the agarizaion. Theseare the
arms and hands of the minds and hearts of people .

The keyto creaing a ptal qualty orgarizaton is first to creae a total
qualty person who uses true rorth “compas’ that is objecive am
external, that reflects retural laws a principles, as @paosed b vaues hat
are subjective and internal. (1992:252)

This is very different from the grategy that the Air Force Core Values initiative has
chosenasis discussedn the rext chapter. Covey agrees hat orgarizations canard stould
be improved and fixed, he just disagrees that the organization can be “tackled” first.
But that is not all that Covey has to say on this subj@ouey states:

Total qualty is a btal phlosophy, a ®ta pardigm of continuous
improvement in dl four dimensions. And it is sequential; if you don't have
it personally, you won't get it organizationaly. You can't expect
organizations to improve when the people don't improve. You might
improve systems, but how do you g& a commitment inside the culture to

improve systens? People have to grow ard meture to where they can
communicate to solve the problems to improve those systems. (1992:259)

Covey agan mekes it clear that he bdieves fixing the individud mus come before you
canexpectthe arganzaton to be improved. The four dimensions that Covey recagnizes
are secuty, guidarce, wisdan ard pover. Conceming pewsonal charge am personal
gualty, he states, “Not only must personal charge pecedeorgarzaional charge, but
personal qualty mug precede oganzaional qualty (1992:265) Covey shares a
suppating ideafrom a bit of a different perspecive. He gates “A cadina principle o
Total qudity escapes many managers. You cannot continuoudy improve interdependent
systens aml processes ntil you progressvely pefect interdeperdent, interpersonal

relationships (1992:267).
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Under the sedin ertitled, “Personal PrecededOrganzational Charge;” Covey agan
explicitly addresses this issukle states:
It's almost axomatic to saythat personal charge nust precede o at least
accanpary managenent ard orgarizatonal charge; otherwise the

dupliaty and double-mindedness will breed cynicism and instability. Life’s
imperative is to grow and die, stretch or stagn§i©92:284)

Covey provides an illustration of how it would méke little sense to try to improve
your tennis game before you took the time to develop your muscles that assist in making
the Letter strokes. He caitinues ly stating, “Some things necessaly precedeothers. We
camot run before we canwak or wak before we cancrawl. Neither canwe charge our
managenent styleswithout first charging personal habits’ (1992:285) With the enphass
on character ard the reed br character educaion ard dewvelopmert, the following data on
the CEP agan provides addtional backgiound, status aml ackrowledges e USAF

Academy as a leader in character development.

Character Education Partnership

The Characier Educaton Partnership (CEP) believes it has seentremerdous gowth
in character educaion jug in the pas several years snce is foundaton in 1993. The
Character Education Partnership (CEP), which was founded in 1993:
works with educaiton asseiations, sclool officials, parent orgarizatons,
ard community leades acoss te Urited Sates b provide he nost
effecive character educaton possble for the mprovement of sclools,
studerts, the educabn process,ard uktimately for the bettermert of civic
society. (1996:ii)

The 1996 CEP report provides several excempts showing kroad suppat for character

educaton. The following saterrerts show the diverse anount of suppat for character

education from the public and government:
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Recen pulic opinion pdls by respeced polling organizations as well as
the large rumber of national organzaions that have joined character
educaion caalitions indicate that character educaion has stong ard
growing puldic suppat anong the American pe@le acioss a wide
spectrum of political, intellectud, pdlitical viewpoints, by people of liberal
and conservative spiritud beliefs, and by individuds who are not éffilia ted
with any religious group(1996:21)

Concerning government support for character education:

The breadh ard strength suppat for character educaibn is refleced n
increasng actvities anong stte am federa government officials in
suppat of character educaibn. At a ime whenthere is very little that the
two magor paties can agee upm, characier educabbn has stong
bipartisan support. (1996:23)

Concerning Congress,
In 1994 loth the House ard Serate unanmoudy adgoted a joint resolution
suppating character educaion....Congres alko eracted the Improving
America’s school Act of 1994 wihich, anong other things reautorizedthe
Elementary and Secondary Education Adi996:23)
On Februaty 2, 1994, Presdert Clinton wrote to the CEP on the occason of its first
annual forum.The President stated:
[You] canbe proud o your efforts to promote such essentia virtuesas
responsibilit ies, fairness, and service among young people who otherwise
might not receve such guidarce. By working to dewlop charactker
education programs across the courtry, you are helping to instill imp ortant

values n our chldren, brighten their futures am the future of the warld.
(1996:25)

In their report, the CEP provides sewral exanples d successfl character educaion
within elermentary sclools, middle sclools, high schools ard also within higher educaion.
The most relevant for this study is in the case bhigher educaion. The CEP recaynizes
the Air Force Acadeny as a leaderin the aea d character developmert. In their report
on the dewvelopmert of character educaion in the US. schools from 1993 hrough 1996,

they state:
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...only afew institutions of higher educaion addess the urderying causs
of nggadive behavior with comprehensve efforts to encourage and develop
good character in their studerts. An exanple d an institution that has
made claracier development a ceiral pat of its mssbn is the US. Air
Force Academy in Colorado Springs, Colora{t996:17-18)

The CEP also provides a hef history of character educaibn in America. This is
provided tlelow to portray at least one pesgpecive on how character educaion has
charged orer Americanhistory. The following segnert not only descibes a brief history
of character educaion, it also provides he backgound ard respecive everts that led to
the creaion of the CEP itsef. This backgound is relevant in that the Air force
experienced much of the same trend that is identified below. Similarities in the respective
valuesrelated initiative can be seenwhen compared agaist this history of character
education in America during the same relative time peridtie report states:

In America, developing good character in young pe@le was anessetial
pat of the educabnal missbn from the cdonial petiod through the first
pat of the 20th Century. Colonial schools were originally established to
teachchildren to readso they could read he Bible ar better lean ard
understand religious principles ard values Through much of the U.S.
history character development of young pe@le has keenclosely tied © the
moral teachings d dominart religious gioupsin local communities. Such
lessons were transmitted by schools as well as by families, communities,
and religious ingtitutions.  This tradition was continued during the 19th
Certury when McGuffey's Reades kecane the nost widely usedschool
books throughout the Urited Sates. The Reade'rs were full of Biblical
stories and other moral lessons.

During most of the perod snce te md-1950s the idertificaton of mora
educaiton goals and objectves was geaty reduced m curiculum guides
ard materials producedby state deparments d educaion ard many local
schools. This charge d focus was ied to a recagnition that educaiton in
the moral domain is highly complex. Also a work was the ascendancy of
the philosophy of logical pasitivism which led to the quesoning of the
school’s role in imparting maral principles. Many educators doubted that
moral educaion could produce esulks that could be measued djecively,
aswith mathematics amd scence, ard therefore quesbned whether it was
appropriate in the curriculum.
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Furthermore, as the US. populaton becane nore diverse through
immigration, some paents began to object to religious teacling ard
practices n the pubic sclools that were incompatble with their own
beliefs. The Supreme caurt beganto uphold suchcomplaints on the basis
of the Frst Amendment to the U.S. Congtitution. which provides in part
“Congress shall make no laws respecting the establishment of religion or
prohibiting the free exrcise hered...” Uncettain of what they could ard
could not legaly do, school officials began to shy away from moral
educaiton alogeter as a wayof awiding controversy amd potential
litigaton. It also becane appaent to many teaclers arl young pe@le that
prominert national leades in bushess, government, ertertainmert, ard
other fields were opeating under moral systems very different from
tradtional Americanvalues. With the focus e moral educaion samewhat
blurred, many schools turned © ‘values clarficaton’ which adwcated
hdping students to explore their own noral views, listen to the views of
their classnates, and decde br thenseles teir own moral preceps ard
systens. This appoach which lacked a raral archor, has keenlargely
discredited dthoughiit gill exists in some schools. (Character Education
Partnership,1996:3-4)

These statenerts sugges that character educaion was important in eaty American
civilizaton ard over time gradualy disappeaad aml was eplaced wih ‘values
clarficaton,” which is discussed in Chapter V. Today, the pemulum has swung back
towards character education.

The CEP also provides a nmber of relevant quatations conceming their perspecive
on the sulhect of character developmert. Severa of these qutetions ae povided lelow

in Table 3:
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Table 3. Quotations from CEP Report

“Intelligence plus character—that is the goal of true education”
Martin Luther King

“To educate a person in mind and not in morals is to educate a menace to society”
Theodore Rooseve

“Moral educaion does meanthat studerts should be concemed not just alout what will
work, but about what is rightt means teaching them to asks it good?"”

Ernest L. Boyer
Carnegie Foundation for the Advancement of Teac

ning

“In teaching etics, one thing should be made cetral ard prominert: right ard wrong do
exist.”

Christina Hoff Sommer

\"&J

Source: Character Education Partnershift996:8, 13, 18, 28

Two overriding principles ae stessed m the alove four quaations. Dr. King and
President Roosevelt stress the importance of developing both intelligence and character
within individuak. Boyer ard Sommers enphaskze dong what is ‘right’. These ae
different from the principlesstressedin the curent Air Force Cae Values nitiative which
is discussed in Chapter VII, “Analysis.”

The CEP shares nany success sties acpss he diferent levels of educaion. The
CEP ako provides eanples d how different orgarizatons within the three Warches of
our government, spediicaly Congress, the Resdert, ard the Suprene Caurt, are all
showing strong suppat through the decsions ard pdicies that are keing made. In
addtion to these,the US. Depatment of Educaton ard many state governments have
spoken out in suppat of character educaibn (1996:2326). Accarding to the CEP, the
Depatment of Educaton sent guideines out to al of the Supemterderts in the United
Statesin Augug 1995 ‘in orderto clanfy what is pemitted ard what is prohibited by the
Constitution with respectto religious acivities in puldic schools’ (1996:26) Among the

guidelines is this statement in support of character education:
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Teacling values: Though schools must be neutral with respectto religion,
they may play an acive mle with respectto teaclhing cwvic vaues ard
virtue,and the moral codethat holds us bgether as a conmunity. The fact
that some of these aues ae abko held by religions does ot make it
unlawful to teach them in schoqg|1996:26)

With this backgound on character educaon arnd dewelopmert, ard some of the
recern enphass, the rext secton outlines te suweys o the Joseplson Institute of Ethics

reflecting the problem and a statement about what society needs to do.

Josephson Institute of Ethics

The Josephson Ingtitute is primarily known for the comprehensive sudy that it
conducted on the subject of ethics values attitudes ard behavior in 1991 ad 1992. This
organzaion beganin 1987 ad accading to a pant paperdeveloped o 5 April 1994, it is
one of the ten groups wth whom the Air Force Acadeny’'s Cemer for Character
Development has established a network.

This report by the Jsephson Institute hes keenreferred to by same as “pethaps the
most comprehensive suivey of American ethical atitudes ad behaviors ewer undettaker
(1992: Apperdix A-3). The survey included 8965 young pemle ard aduts in 1991ard
1992 awl had over 100 dyjecive ard openendedquesions focusng exclusvely on ethical
issues (1992Appendix A-3).

The study concluded that “There is a hole in the moral ozone and it is probably
geting bigger (Apperdix, A-3). The report found dgnificart eviderce hat suggesed he
presert 15-30 yearold gereration wasmore likely to ergagein dishoned ard irresponsible
conduct than prevous gemrations. The report clarnfied, that athough there were no
“truly comparalde benchmarks” to estblish the fact that things ae neasualdy worse, the

data did show they are clearly bad (Appendix, A-3).
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The dudy found that too many young pe@le today seal lie, ard cheaton their job,
in sclool, ard in their peisonal relationshps. The pemse d the sudy was hat these
young people are the sewards of tomorrow, and that their dishonesty and irresponsibilit y
may lead b pditical ecaromic ard ervironmertia crises of unprecedeted erormity
(Apperdix, A-3). Apperdix C of the Dbsephson report provides136 gbles of findings
Thesefindings providereasms for concem, as nany of the measues slowed hghrates o
undesired ectivity. Example of these activities included shoplifting, resume fraud,
falsification of reports, lying to the boss or customer and cheating on exams.

Althoughthese findings are only for sudents, who some will argue just need time to
mature, theseresuls give us reasm to be concemed. All of the exanples eferenced
alove canlead b problems in the wakforce. Some of theseissuesdertified alove are
the sane issuesHat the Air Force s wresting with, ard what the Cae Value d Integrity
first tries to overcome.

In the section titled, “What Society Needs To Do,” the report states:

The character ard canduct of our youth reflect the character and conduct
of society; therefore, every adult has the responsbility to teachard nodel
the core ethical values and every social institution has the responsibility to
promote the dewlopment of good characer. Since pe@le do not
aubmaticaly dewelop good character, consciertious eforts must be made
to help young people develop the values and abilit ies necessary for moral
decison making and condud. Although the responsibility for developing
the character of the young is, first and foremost, an obligation of families;
it is also an important obligation of faith communities, schools, youth and
other human sewice agarizatons. Direct instruction on ethics aml
consstent enphass ard reinforcenmert of the cae ethical vaues §
important but it is not nearly enough Individuds and institutions,
especially the high schools and colleges, must more consistently modé
ethical behavior amd erforce citical principles ly denonstrating
commitment and attempting to assure that cheaters do not prosper and that
those wip follow the mles ard do the right thing are ot disadvartaged.
(1992: Appendix A-4)
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This recanmendation is very strong ard broad in nature. It enphaskes hat good
character is not aubmaticaly deweloped anl that is why, accading to the report, that it is
important that “every adult,” “every social institution,” every family, and may other
groups al accepttheir role ard respasibilities concerning this effort. Understanding that
the current Air Force initiative fits in this broader peaspective, should improve the
acceptability of it.

An addtional Air Force pespecive that suppats the findings of the Jbsephson
Institute of Ethics ae piovided ly Gerera White, USAFR. These satenerts are hs
opinion as to how we might build integrity and ethics from withite suggests:

We must recaynize that the young pe@le we ae kringing into our Air
Force bday; in the main, have not beentaught ethicaly ard moraly. They

reflect the retional norm on cheaing ard lying. Simply giving them a new
set of rules with warnings of punishment will not change them.

As these yung pe@le go through basic training ard Officer Training
School, we mug not assume that they have a congstent foundaion of
integrity, mordity, ard ehics. We need to define ard teach mora
behavior—both puldic ard pirivate. We must do this repeaedly ard
consistently, giving it major emphasi€l996:96)

Gerera White dfers a diferent perspecive than that offered by Gerera Fogleman
conceming the scciety at large fom which the Air Force s accessig it’s personnel. He
also does not assumethat Air Force pearsonnel, specifically young military personnel, have
a good foundaion of integrity, morality, and ethics. He believes we need to consistently
and repeatedly teach moral behavior.

The next two sections provide additional discussion on related military policies by
discussig both the gudarce hat has keenpulished canceming “Valuesin Jant Warfare”

within Joint Publication 1 ard docunmentation from West Point conceming the purpose of

its Honor System.
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Joint Publication 1 (Joint Warfare of the Armed Forces of the United States)

Joint Publication 1wasissued n January 1995. Chapter Il is ertitled, “Valuesin
Jant Warfare” An except of chapter two of this document (Values n Jant Warfare) is

provided below:

Our military service is based on values—those sandards that American
military experience has proven to be the bedrock of combat success. These
values ae canmon to al the Services ad represen the essene of our
professonalism. This chapier discusseshbse values hat have a specal
impact on joint matters.

First ard always is integrity. In the case bjoint acion, as wth the Service,
integrity is the cornerstone for building trug. We know as mambers of the
Armed Forces hat wherewer the issue $ at hand, we cancourt on each
other to say what we mean and do what we say. This dlows usto rely
with confiderce on othersto cary out assgned tsks. This is anerormous
advantage for building effective team@oint Publications 11-1)

The Air Force Cae Values nitiative is consistent with the guidarce contained in this
Jant Publication. Chapter Il also idertifies seera other values hat are seeras mportant
in joint matters. Including the value d integrity as cied alove, the pubicaion idertifiesa
total of five values. These addional valuesinclude competerce, physical courage, mora
courage ad teanwork. There ae seweral subelenmern values povided umler teanwork.
These include trust ard canfiderce, dekgation, ard cooperation. A brief discussin
conceming the fourth value n joint warfare, moral courage,addesseshe issue ¢ whether
we aspie to cettain values lecausehey are the right, or do we aspie to cettain values
just because of their military necessifijhe joint publication states:

Mora courage is essential to military operations. This includes the
willingress to sand up for what we believe is right even if that sand is
unpopular or contrary to conventional wisdam. Other aspect d courage
involve risk taking ard tenacty: making bold decsions in the face &

uncertainty, acceping full respansibility for the outcome, and holding to
the chosen course despite challenges or difficulties...

50



We also must have the courage to wield military power in an
unmpeaclade moral fashon. We respecthuman rights. We obsewe the
Geneva Conventions nat only as a metter of legdity but from conscience.
This behavior is integral to our status asAmerican fighting men ard
women. Acting with conscierce reinforces he links anong the Services
ard betweenthe Armed Forces ¢ the United Sates ad the American
pemle, and these linkagesare hesic sairces ¢ our strength. (Joint
Publications 1:11-2)

This value enphasies &king cetain acions because hey are right, not necessaly
becausethey are efecive a peihaps he nost functional way of daing things. A quae
attributed to British Feld Marshall Bernard L. Montgomery, a hero of World War |, says
of moral courage,

| had leant before | left school that of the many atributes recessar for
successwo are ital—hard work ard atsdute integrity. To thesetwo |
would adda third—courage. | meanmoral courage—iot being atraid to
sayor do what you believe to be right. (United Sates Ar Force Acadeny
Professonal Development Program Study Guide, Fall Semester,
1993:Block 3-3,4)

Through these satenmerts we seelie mportance d not always doing what might be
the nost effecive, or functional acion. Rater, a wiole diferent dimension of starnding
up for and doing what you hold asa personal conviction as leing ether right or wrong, is
introduced. This difference B important to note, as te aralysis addessesthis issue.
Another source that provides insight into the military importance of developing character
is the United States Milit ary Academy at West Point from which the Air Force adopted

many of its tradtions ard pdicies. Specficaly, the issue caceming the need for an

Honor System is addressed.

United States Military Academy at West Point

Documentation was obtained from the United States Milit ary Academy at West Point

to see bw it explained ard jusified their need br an Honor System As was little
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suprise,West Point has same strong words caxceming the purpose d the Honor System
According to Maor General Maxwell D. Taylor, in the pamphlet, West Point Honor
Sysem—its Objectivesand Rocedues the Hanor System exsts for sewera reasms.
Taylor states:

The Haoor System at West Point is the autgrowth of many yeass of
developmert ard expelierce. The reed br sucha systemis implicit in the
mission of the Milit ary Academy to develop military leaders. These leaders
must have strength of characier as well as ntellectual ard physical vigor.
Secretary of War Newton D. Baker eloquertly phrased he dbligaton of
the Military Academy to develop character in the following words:

“The pumpose d West Point, therefore, is not to act as a gbrified drill
segeart but to lay the foundaion upan which a caeer in growth of
military knowledge can be based and to accanpary it by two indispersalie
addtions; first, sucha gemral educaion as educad nen find necessar
for intellig ent intercourse with one another; and second, the inculcation of
a set of virtues, admirable aways, but indispensable in a soldier. Men may
be inexact or ewen urtruthful in ordinary metters amd sufer as a
consequerce aly the dseseemof their assaiatesor the inconvenierce of
unfavorable litigation, but the inexact or urtruthful soldier trifles with the
lives of his fellow men and with the honor of his government, and it is
therefore o matter of pride lut rather a sem discplinary necesgy that
makes West Point require of her studeris a claracter for trustworthiness
that knows no evasons.” Thus, the Hanor System has its roots in ethical
considerations and in practical military necess{y948:2-3)

As canbe seenfrom this citation, the importance d character dewelopmen is also
enphasizedat West Point. West Point also strives to inculcate its cades with “a set of
virtues” hat are iewed as ihdispersalde” for its sddiers. This statenernt also provides
the kesis, or “roots,” of the Hanor System It states hat it was fased ot only on practcal
military necessy, but also on ethical considerations. This may add sone crederte D the
argunment that not only should apdlicy or set of values be functional, or work in a military
ernvironment, but they should also be ethicaly the carectthing to do as ntroduced abve

in the discussion concernidgint Publication 1
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Summary

This chapter has lriefly addessed he broader US scciety issuessuch as qualty,
striving for excelence aml charging paedigms suggesed © certer our leadeship of
organzaitons ard pe@le on “true rorth” principles. Rektionshps ae essblished between
character issuesand competercy issuespoth of which are required in leadeship. Values,
specifically core values, are clearly viewed as character issues.

A brief synopsis was provided o the CEP that reflects ealy resuts o Character
Dewvelopmert efforts amd a voader historical context of character developmernt. The CEP
also recagynizesthe outstanding efforts of the Air Force Acadeny in the aea d character
dewelopmert. Previous eforts d the Jeseplson Institute of Ethics were provided
including their presciption of what scciety needs © do. The pation relevant to core
values d the Jont Publication 1 (Joint Warfare d the Armed Forces ¢ the United States)

and supporting documentation from West Point were also addressed.
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Chapter 4

Curr ent Air Force Gore Values Intiative

Chapter Overview

This chapter provides addional backgiound canceming the gersis of the cumrent Air
Force Cae Values nitiative; idertifies he exsting dacunentation available to interested
uses m the initiative; examnes he enphass placed o character developmert ard the
role of the chapkin in “values” raining; ard, provides Elevant obsewvations conceming
the initiative.

This chapter contains addtional information conceming the detils of the caiterts of
the Guru’'s Guide much of which is not directly relevant to the identified problem

statement identified in Chapter I, but was captured for historical reference.

Introduction

The Air Force fas recenly beganimplementation of a revised Coe Values nitiative
basedupaon direcion from the Secretary Widnall ard the Chef of Staff of the Air Force,
Gerera Ronald Fogleman Seror Air Force kades have provided strong suppat ard
guidarce conceming how such an initiative stould be implemented. This chapter

examines some of the documentation concerning this initiative. Several attributes from

54



this docuentation are later used © compare with the sane aspect in prevous \alues-

related initiatives.

History of the Current Initiative

Discussion conceming the nost recen Core Valuesiinitiative beganin January 1995
whenthe Honorable Sheila E. Widnall, Secretary of the Air Force, deivered a speeclo
the opering sesson of the Jant Services Caofererce an Professonal Ethics JSCOPE)
where she gated that she was contemplating sreamlining the Air Force Core Values from
the sx idertified ly Gereral McPeak o the three adgoted by the Acadeny in 1994 (Air
Force Cae Vdues—@Giru’'s Quide, 1997) *“The Little Blue BooK that espauses ar
current three Core Values was officially published on 1 January 1997.

Several other key milestones of this initiative are provided below. These were
obtained from Chapter | of The Guu’'s Guide “The Core Vaues Initiative: An
Introduction.” The Guu’s Guideitsef was dedoped b provide he respecive trainers
from eachcommand with the recessar backgiound needed ¢ suficiertly understand both
the recen history this initiative as well as addional information on the strategy of how it
will be implemented. A more ddailed description of the information included in the
Guru’s Guide is provided umler the “documentation” secion of this chaper. These
“gurus” are the individuak who were chosen by their respecive canmanders, basedon
unique sills, to assist them in developing and implementing a local Core Values plan.
Chapter | of The Guu’'s Guide provides the following historic milestones of the current
initiative:

1995 May): Secetary Widnall ard Gereral Fogleman pulished a palicy

letter identifying the Air Force Core Values as Integrity first, Sevice
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before sef, ard Excelence n al we da For the next yearthey give se\erd
speechks n which they idertify the Cae Values ad enphasketheir crucial
importance to the Air Force and the American People.

1996 @pr): Gerera Fogleman directs AETC/CC, Gerera Boles, ard
USAFA/CC, Lt Gen Stein, to form the Core Values Strategy Panel
(CVSP). AETC/ED, members o the Ar Staff, ard sewra other
competert authorities ae invited to paticipat on the parel ard its
associated working group.

1996 (Jun): CORONATOp receves aninitial desription of the pioposed
Core Values implementation plan.

1996 Oct): CORONAFAI receves ard appovesthe final concepion of
the Core Values mplementation plan including its three plases,welsite,
supporting publication, and oversight committee.

1996 (Nov): CSAF kicks off the field pation of the nitiative at Gerera
Officers calls held in the continental United States and overseas.

1996 (Nov): The Secetary ard Chief of Staff unveil Global Engagenent:
A Vision for the 21% Certury, which expresses ware the Air Force is
headng in the caning decades ahhow it will get there. The Core Values
are dscussed alength in two different places m this docurment, and they
are dscussedn sucha wayas b leaw o doubt alout their continuing,
critical importance o the msson as t is defned by the clallenges ¢ the
next certury. Far from being enpty slogars, the Cae Valuesare deened
essential to mission accomplishment.

1996 Pec) Training of Cadre kegins. (Air Force Cae Vdues—@iru's
Guide The Core Values InitiativeAn Introduction, 1997:1-2)

But why doesthe Air Force evenneed annitiative suchas his? Some claim that we
are dready in a spiral downturn in terms of our ethical climate. Others believe that the
ethical climate of the Air Force has only continued to improve since 1947. An exanple o

thesediffering perspecives carbe found in recert Air Force Times articles o the sulpect

of Core Values.

Wiliam Matthews, a gaff writer a the Air Force Times, did a cover sory on the

subject of Core Values(Felruary 24, 1997)to which Gereral Fogleman felt compeled to
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respand in an edtoria to “set the recad staight for the members o the Air Force”
(March 17, 1997:37)According to Matthews:

Foglemanis not cettain he sees peple who shine as bightly as he rest of
his dream.And he seems to be on a mission to change that.

He sees a “climate of corrosion” and a “culture of compromise” that
threatens to tarnish the force of the future.

His senior leaders adso see changing demographics that will r equire the Air
Force © draw nmembers from a nore scciologicaly and ecahomicaly
diverse pool. That, some say, means many will enter the service without
having had instilled in them the bedrock values Fogleman thinks should
guide all officers and enlisted members.

He seens 0 believe that the waning sgns o “ethical corrosion” are
evident today.(February 24, 1997:12)

Matthews also states:

By 2025, the ration’s denograplics will be radically different and <o,
worry Air Force leaders, will its values.

“If you grow up inasngle-parent family and are raised on the streets, you
have values—steetvalues, a rtired Air Force dficer explained. “If you
are raised in a two-parent family that goes to church every Sunday, you
have very different values.”

So far, shifting demographics have not been a problem. “The Air Force
still gets high-qudity” enlisted troops and officers. “They're in a buyers
stuaion,” the officer said. They can dill afford to demand top qudity.
But for how long?

Already many Air Force kades , including the chef, think the values of
Americanscciety as a wble have alreadysurk below stardards accepsble
to the Air Force.

Matthews cancludes his patticular secton of the aticle with the following staterert, “So
the Air Force must now ingtill the values that families, schools, and churches seem no

longer able to do.” (February 24, 1997:13)
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In response b Matthews cover story, General Fogleman had same strong words of
clarificaion in an edtorial, also placed m the Air Force Times, three weeks &&r the
original cover story was eleased. The following excerpt is just a pation of the long
response that the Chief felt was requir@eneral Fogleman states:

After readng the feaure on core values n the Feb. 24 ssue,l wart to set
the record straight for the members of the Air Force.

In patticular, the cover story panted aninaccuete picture o our sewvice’s
recern initiatives regarding care values. It also misrepresemted my views
concerning our service, our people and the society from which they come.

First, the aticle is incorrect in stating that “Gereral Fogleman seesa
climate of corrosion” and a “culture of compromise” evident in our Air
Force today.

That is smply not the truth. 1 am not “worried about the integrity of Air
Force pesonnel ard the wery saul of the Air Force” asclaimed by Air
Force Times

In fact | repeakedl have praised ar troops n pulic ard private for being
the lrightest ard best educaed, ard most motivated pegle whom we
have ever had in the Air Force. They are al volunteess wio wart to be
with us, ard they are dang a tuly magnificert job for our sewice ard for
the nation.

The vast mgority of our people are outstanding military professionals who
understand and live by the high standards we expect of them.

As | have said before, our people are the foundaion of our srength—they
are thereasm the US. Air Force s the nost respeced ar ard spacedrce
in the world.

Secand, the Air Force Times atticle is wrong in stating that “mary Air
Forceleades, including the chef, think the values ¢ Americanscciety as a
whole have already sunk below standards acceptable to the Air Force.”

On the caitrary, we caitinue D rely on scciety to equp America’s sas
ard daughers with fundamertal values regarding right ard wrong. We
recuit ard commission more than 35000 young men ard women each
year.

Once ey are with us,we mnustinculcate in our pe@le the unque \alues ¢
our service and the military professon. That is essential if we are to
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sakguad the nation ard be ade to fight ard win America’s was when
called upon to do so.

Those in the nation's military are held to a higher sandard than those in

scciety at large, because we dediterally in the ife aml deah of our

nation’s sons and daughters.

Our people must be willing to be in harm’'s way and make the ultimate

sacifice in the defense o our nation. So, our enphass on core values

stems from the special requirements of our profession.

Third, | have not launched a ‘tore values cusade” b “vector the Air Force

back © the pah of professonal conduct’ asstated in the Air Force Times

article.

We are caitinuing abng a pah that the Air Force $arted down in 1992,

whenour sewvice kades dertified sk core values br the sevice as pdrof

our quality initiative. (March 17, 1997:37)

Genera Fogleman aso summaizes the initiative by sating, “The bottom line is that

our ongoing eforts in the aeas & core values ae notivated by the desre to inculcate
sewrvice vdues h our pe@le via anorgarized ad systermatic process hroughout their

careers (March 17, 1997:37).

Documentation

As a resuk of the importance hat senor leadeship has placedon this initiative, a
great number of suppating docunments ard detil were provided n the initial push of the
effort. In addition to The Little Blue Book, that is the kesic gude © the Core Values,the
U.S. Air Force has abo estblished a Coe Values wekite. The following secion
provides a sumary of the caterts of ThelLittle Blue Book ard the neterial locaied atthe

Core Values website.
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The Little Blue Book

The Little Blue Book officially referred to as The Unied Sates Ar Force Core
Vaues Pamphlet, is comprisedof four different sectons. Definitions, Why These Coe
Values? The Core Value Strategy, ard Resairces. This secton provides a sumary of
what is available in each section.

The Defnitions sedibn does jst what it implies, it deines eachof the three Core
Values. These defitions o these w@ues ae sunmarized in the following three
paragraphs.

The Unted Shtes Ar Force Core Vlues Rimphkt defnes the cae vaue d
integrity first as follows:

Integrity is a character trait. It is the willingness to do what is right even
when no one is looking. It is the “moral compass’—he inner voice; the
voice of self-control; the basis for the trust imperative in today’s military.
Integrity is the ability to hold together and propely regulate al of the
elemerts of a pesonality. A person of integrity, for exanple, is capake of
acting on conviction. A peison of integrity can control impulses ad
appetites.(The United States Air Force Core Values Pamphlet)
The cae value d integrity first also covers such charackeristics (moral traits) as
courage, honesty, responsibility, accauntability, justice, openness, <elf-respect, and
humility.
The pamphlet defines the core valueseifvice before selfs that quality that
“tells us hat professonal duties take precedene over personal desies”
(The Unied Sates Ar Force Core \lues Rimphkt). As a minimum,
service before sif also includes the following behaviors: rule following,
respect for others, discpline ard sef-control, ard faith in the system
Under the categay of discpline arl sef-control, enployees ae execed

to exercise control in the following three aeas: arger, appeites, ard
religious toleration.
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The pamphlet defines the core valuewtellence in all we das that quality that,
“directs usto dewelop a sigained pasion for continuousimprovement ard
innovation that will propd the Air Force into along-term, upward spiral of

accanplishment ard peformance” (The United StatesAir Force Qore
Values Pamphlet)

The panphlet also idertifies a mmber of areas wilere exelence canbe acheved:
product'sewnice exelence, peisonal excelence, community excelence (which includes
mutual respectard benefit of the dauht), resources exelence (hich includesmaterial
resaurce exelence aml human resaurces exelence), and operations excelence (which
includes excellence of internal operations and excellence of external operations.

The secod secton of The Little Blue Book “Why These Coe Values? idertifies
four reasms why the Air Force has recagnized he Cae Valuesand dewelopeda strategy

to implement themThese are identified in Table 4.

Table 4. Four Reasons Why the Air Force Has Core Values

The Core Values tell us the price of admission to the Air Force itself

They point to what is universal and unchanging in the profession of arms

They help us get a fix on the ethical climate of the organization

They also sewve as lacas veciboring us lack b the pah of professonal conduct the
Core Vaues dlow us to transform a climate of corrosion into a climate of ethical
commitment.

The third section of the pamphlet, “The Core Vaue Strategy,” has two mgor
portions. The first includes eight assumptions, of which two (the first and the eighth) have
alreadybeenidertified ard lriefly discussed.The albreviated version of the assurptions

concerning this initiative are identified in Table 5.
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Table 5. Assumptions of the Core Values Initiative

1. The Core Values $rategy exsts indepemlertly of ard does ot compete with Chapel
programs.

2. You don’t need to be a commander in order to be a leader.

3. The leader of an organization is key to its moral climate.

4. Leades camot just be good; they also must be sersitive to their status asrole modek
for their people and thus avoid the appearance of improper behavior.

5. Leadeshp from below is at least as mportant as eadeshp from alove in
implementing the Core Values.

6. A culture of conscience is impossible unless civilians, officers, and enlisted personnel
understand, accept, internalize, and are free to follow the Core Values.

7. To understand, accept ard internalize he Cae Values, our pegle must be allowed
ard ercouraged o ergage m an extended dalogue alout themard to explore the role of
the values at all levels of the Air Force.

8. Ourfirgt task is to fix organzatons; individual character developmert is possble, but it
IS not a goal.

Assunptions number one ard eight were idertifiedin full in Chapter 1, as tey are key
to this researchThey are discussed more in depth later in this chapter.

The secad pation of secton three & referred to as “The Core ValuesContinuum”
It descibes row “the Core Values red b be a mgjor topic of educaion and training—
from accessin sclools...to senor professonal military schools...” “The Core Vaues
mug be woven into education and training, and we mug be sure that al of our units
operationdize the Cae Values” (The United Statedir Force Gre Values Pamphlet)
This section provides background on how “The Schoolhouse Weave” will be practiced.
The sedbn descibes three cardinated ard smultareous appoaches hat should be used
to make the valuesanintegral patt of the wayAir Force pesonnel conducts their daly
life; the Top-Down Approach the Batom-Up Approach ard the Back ad Forth

Approach.
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The fourth and last secton of the panphlet, “Resairces; idertifies he Cae Values
Website which contains addtional resaurceson the sulpect A summary of its caiterts

are identified below.

United States Air Force Core Values Home Page (Website)

This addess @ the welsite s hitp//mwwusafa.af.mil/core-valug. This site contains a
copy of TheLittle Blue Bookwhich canbe downloaded as wélas a nmber of addtional
speechs, quates, ard essag from the Chief of Staff, the Secretary of the Air Force, ard
other respeced authors on the sulpect of Core Values. The welsite abko includes a
bibliography which was compiled by the Air University Library Bibliographeas, Maxwell
AFB, Alabama in May 1996. This hibliograpty includestwerty pagesof related books,
periodicals, other docunents, ard in seweral caseshe appicalde direcives across a boad
spectum of suljects related to the Cae Values nitiative. These sujects include ntegrity,
ethics, values, sewice tefore sef, mentoring, courage, patiotism leadeshp, excelence,
accauntability, competency, and sandards The webste aso alows users to provide
comments and review answers to questions that have been posed by ahe individuds
interested in the subject of Core Values.

As previously referenced, the Air Force Coe Values weklite caitains a Ink to
“gurus” information. Becauseof the reture of the information, it is passweod protecied
for only authorized Air Force personnel. This welsite alows the userto download The
Guru’s Guide which conssts of sewen chapers amd three atachments. A brief
explaraton of eachchapter ard appedix is provided lelow to provide he baselne for

further comparison.
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Chapter I—The Core Values Initiative: An Introduction

This chapter is broken into three mgor sections. history of the initiative, snapshot of
the initiative, and responsibilities. The first section, the history of the initiative, includes
the mini-milestones provided above as well as several lessons that can be learned from that
history. The four lessans provided nclude te Air Force Cae Values dalogue fas keen
going on for a very long time; the Cae Values lave beenard remain a speal interest
item for the most senor leades d the aganzations, the seior leadeshp of the Air
Force ard the Depatment of Defense have come to a caisersus asa the reture of the
Core Valuesard their essetial importance n deining professonalism; ard ewen though
the Cae Values dalogue stetches kack over more than a helf of the Air Force’s
indepemlert history, we are ertering a rew, more dynamic phase mn the relationshp
betweenthe Cae Values ad the nembers o the force (Air Force Cae Values—@iru’'s
Guide Chapter I:4).

The secod secion, “Snapslot of the Initiative,” provides a desciption of the
purpose, srategy, method, rules of engagement, and architecture of the initiative. This
architecure includes a hef explamation of the field weawe, the schoolhousewea\e, ard
the continuation phase which is elaborated in the description of chapters I, 1ll, and IV.

The third section, “Responsibilities,” lays out the responsibilit ies of the commanders,
the “gurus” (who primarily seve as adsas ard resource nanagers), ard al assgned

personnel.

Chapter Il—The Field Weave

This chapter has two mgjor sectons. Core Valuesimplementation Plaming ard The

Tactcal (Bushess) Plan Before these sedbns are desdbed it is important to first
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idertify what is meart by the term “Field Weawe.” The purposeof the “Field Weaw” isto
ersure that the Cae Values ae incorporated (‘woven”) into the erire operational Air
Force. This includes dl Air Force pesonnel who are rot presetly errolled in formal
training or educaton program, which accants for the vast mgority of Air Force
personnel.

The secton on Core Values implenentation Plaming enphaskes he mles ard
responsibilit ies of all wing and group commanders. The section aso identifies reference
docunents that govern the Held Weawe, the five goals d the Field Weawe, initial
implementation guidarce, as well as diecion to plan for continuing training once the
initial implementation has been completed.

The tacical planincludes be sane type d guidarce as abve for local commanders.
These include responsibilit ies, references, and five pages of intermediate goals that should

be sought after.

Chapter Ill—The Schoolhouse Weave

The SchoolhouseWea\e s also concemed with accanplishing the recessay training
of Air Force pesonnel, only this secton is directed atindividuak in formal training arnd
educaion. “The spediic puipose d the SchoolhouseWeae is to introduceCore Values
into Air Force educaiton ard training in sucha wayso as b best promote a \aluesbhased
Air Force” (Air Force Cae Vdues—@iru’'s Quide, Chapter 111:1). Besides addressing
the task of the Shoolhouse Weawe, this chapter also addesseshe mles d ergagenent,
course architecture, local initiative management, and the continuation phase.

There are eight rules d ergagenent idertified. The fifth one is the nost significart in

this effort ard the athers primarily addess taining spedics. The fifth rule of ergagenent
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provides some insight into the authoritative “tone” of this initiative. 1t Smply states, “The
Little Blue Book will be used to resolve doctrinal disputes and disputes about the more
gereral aspecs d the achitecture d the nitiative” (Air Force Cae Vdues—@iru’s
Guide Chapter I11:4).

The caurse achitecture seabn descibes tow individuak stould be educagd to the
appropriate level based upon their rank and responsibilities. Examples are provided
denonstrating how different training methods aml the overall dept of the sulpect charges

across the different populations.

Chapter IV—The Continuation Phase

This chaptr contains four major sectons. These mclude an ovewiew, the
Architectural Control Committee (ArchConCom), ArchConCom responsibilities, and the
gurus network. The man point being that this initiative has been ingtitutionalized and has
“process owners” assigned to carry out the plan.

“[T]he purmpose of the Continuation Phase $ [to] do whatewer it takes (n a aues
driven way) to keep the Core Vaues initiative gaing on a long term basis’ (Air Force
Core Vdues—@iru’'s CQuide, Chapter 1V:1). This chapter then introduces e two
organizations (one formal and the other informal) that will drive the Continuation Phase.
The formal orgarizaion is the “ArchConCom,” and the informal orgarnizaion is the “Guru
Network.”

The ArchConCom is comprised d two sulordinate goups: (1) the Executve Review
Board and (2) the Working Group. The responsiilities and authority of eachgroup ae
docunmentedin this chapter. Both groups cansist of a broad range o represenatives. The

Execuive Review Board is comprisedof the following semor persons: the Vice Chef of
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Staff (Chair) (AF/CV); Commander, Air Education and Traning Command (AETC/CC);

a MAJCOM CC (appanted on a revolving besis); Supemterdert, US Ar Force
Academy (USAFA/CC); Deputy Chief of Stff, Pesonne (AF/DP); an SES
represenetive; a gemral officer from the Air Force Resere; a gemral officer from the
Air National guad; a rtired gereral officer, ard the CMSAF (Air Force Core Vlues—
Guru's Guide Chapter 1V:2). The Working Board has a very dmilar representative
structure, but its members are at a nuch lower grade hantheir paent execuive members.

It is noted that athoughthe panphlet states hat the Cae Values nitiatives ako appy to

contractors, they are not represented in this group.

Section three of this chapter discusses the ArchConCom responsibilities. The first
responsibilit y includes “connecting the dots’, which means to make sure the parts of the
plan fit together as desgned—auch asthe Scloolhouse ard Field plars (Air Force Core
Values—@iru’'s Quide, Chapter 1V:3). Other ArchConCom responsibilit ies include the
following: review wing-level continuaion plars, maintain the Air Force Core Values
welsite, train HQ Air Force, MAJCOM, DRU, ard Wing Gurus, ersure currency ard
usefilness of commonly available materials, develop respasible, value diven assessert
tools, ard to sewe as he seior leadeshp liaison (Air Force Cae Vdues—@iru’s Quide,
Chapter 1V:3,4).

The last secton of this chapter introduces e guu retwork. “The Guru Network
includes dlof those pesons seécted ty MAJCOM anl wing canmanders o sewre as heir
local ‘belly buttons for the Core Vaues Initiative” (Air Force Cae Vdues—@iru's
Guide Chapter IV:5). The daument states hat thesegurus do not come from speciic

offices @ carerfields, but rather “should be sef-direcied, sef-starting persons recagnized
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for their valuesdriven conduct ard attitudes wio are fully committed to ‘full up’
implementation of the Core Vaues initiative” (Air Force Cae Vdues—G@iru’'s Quide
Chapter 1V:5). Further responsbilities for the MAJCOM and Wing-level Gurus are

defined in this chapter.

Chapter V—Doctrine

This chapter descibes fow the three Cae Values ae fundanerntal ard uncharging.
There are four sectons in this chapter. The first three descebe what is meart by eachof
the three Coe Values: Integrity first, Service lefore sef, and Excelence n all we do,
respecfully. The fourth secton is caled “Applying the Cae Values’ It descibes how
the Cae Values ae rot a cleckist but rather should be though of as bols to help us
meet our professonal obligatons. This secton also idertifies ‘three lasic ways in which
the Little Blue Baok ard Care Values datrine canbe used,ard these hree apptatons
are conveniertly referred to as(1) The Compass; (2) The Ciystal Bal; ard (3) The Bag

of Marbles”(Air Force Core Values—Guru’'s Guid€hapter V:8).

Chapter VI—Supporting Ideas

. This chapter consists of some important concepts, several of which are questioned in

this thesis.Table 6 lists the eight subheadings that are discussed in that chapter.
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Table 6. Supporting ldeas

A. Pessimism, Optimism, and ‘Realism’

B. Personal vs. Organizational Values

C. Character Development

D. “Tipping”

E. Functionalism

F. Chaplains and Chaplain Programs

G. Do-lt-Yourself

H. Assessment

Of most importance © this reseach are the seadbns on “Persona vs. Orgarizaiona
Values, “Character Dewelopmert,” “Functionaism,” and “Chaplains ard Chapel
Programs.”Each of these concepts are discussed below.

The Guru’s Guide provides sone insightful information conceming the current
initiative on eachthe nentioned topics. The topic of personal versus agarizaional
values,ard portions of the secton on character development are both addesseddier in
this chapter under the sedn, “Role d Character Dewelopmert in Curent Initiative.”
Addiionally, the role of the chapkin is also addessed der n this chapter under the
section, “Roles and Responsibilities of the Chaplain in Current Initiative.”

Character Devebpment. The cument initiative makes t clear that character
development is not a primary godt.states:

In other words, the Air Force Core Values initiative as such has not set

character development as a pimary goal. In fact it is expeced hat sane
character development probably will t ake placein the wake & our efforts
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to weave the Core Vaues into al eduction and operations, but that will be
a happy byproduct and not a strategic goal.

In this regad it may be usetil to view cultural charge as occurring when
the good pemle are given a ctarce b suficiertly influerce the ‘confused’
pemle so as b move the cuture in a paitive direction. Those pesons
who are the ‘confused’ cakegay may wel undemgo a claracter
trarsformation as a esuk of this experierce, but suchtrarsformation may
not be required to cause cultural change.

Of course, this discussion pertains only to the Core Values initiative and
does not bear upon initiatives at USAFA or elsewlere 0 ercourage
character dewelopment in trainees. (Air Force Cae Vdues—@iru's
Guide Chapter VI-3)

Thesestatenerts leawe little doubt that characier developmert is not the focus d this
initiative. Not only does the Guru’s Guide explicitly state that character developmert is
not “a primary goal,” but The United SiatesAir Force Core Vlues Ramphekt states hat
“it isnot a gal.” The Guru's Guide adds © the canfusion by indicating that character
developmert would ke a reppy byproduct Clarificaion appeas to be required here based
upon review d other relevant programs ard initiatives that cleaty indicaie sulect of
morals, values and ethics are the keys to character development.

Another interesting olservation is that the authors of the Guru’s Guide appaently
realze hat the Cae Values nitiative is different from what is taking place at the Air
Force Acadeny ard pethapsother training installations. This cetainly begs the queson,
“Should the Air Force strategy really be that different from the Academy’s?”

Functionalism. Another important concept thet is discussed in this chapter of the
guide b the cancept of functionalism. In reference © this sulject the Guru’s Guide
states:

Functionalism is the view that we can find an explanation and (limited)

justific ation for the Core Values by establishing their purpose or function in
some concrete gpplication and context. Functionalism tells usthat we must
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sulscribe 1o this or that becausethie Cae Value has a cleaty idertifiade
and important function to play in the profession of arms.

Functionalism is not a clallenge © other explarations for the Cae Values.
The Core Vaues may well have an ultimate foundaion, and that
foundaion may very well be religious in nature, but those facts are
consistent with functionalism as the term is used here.  Functionalism
doesn't rule out religious foundaions, but it does say this: regardless of
their religious views, al milit ary professionals must obey the Core Vaues
because Dthe citical function the Cae Values phy in our bushness.
Saying the Core Vaues have a purpaose or fundion in no way undermines
their authenticity or their ultimate origins. (Air Force Cae Vdues—@iru’s
Guide Chapter VI:4)

For whatever reasm, pehaps lecause bour curent ruling on the issueof sepaation
of church and state, or anin effort not to offend aryone, or being pditicaly corect, or
justthe factthat no one canenpiricaly prove ard idertify the spritual foundaion, the fact
remains that this initiative makes no attempt to dentify the basis of the Core Vaues. With
the excepion of the rext secton on “Chaplains ard ChapelPrograms,” the initiative has
very little mention of any spiritud emphass. For some interviewed, this begged the
gueston, “Do not other orgarizations place geat enphask on the spritual dimension
whentrying to inculcate values ad ehics? A quick arswerto this, as tis reseach will
show, isyes. Others argued,howewer, that since tis initiative has staited hat it does rot
have the goal of charactr dewdopment, ard we ae nainly talking alout fixing
organizations, emphasis on the spiritud dimension is not required. As was dready
identified in previous discussions, fixing the organization first may not be congstent with
current thinking on qualty initiatives, character developmert ard leadeshp dewelopmert.
Consequetily, that rationale requires clanficaion. Without clarificaton, this program is

inconsistent with the emphasis on the spiritud foundation which is present in the Air Force

71



Acadeny program. Further discussin can be found in Chapier VI, where Arr Force
Academy initiatives are discussed.
Chaplains and ChapelPrograms. This secton of the Guru’s Guideis short and to
the point. It states:
Given what has been said thus far, it should be obvious why the Core
Values initiative should not be a program administered by the Chaplain. If
Core Vaues aticulate the price of admisson to professiona military

serice—ihey descibe the basic obligations of the ar ard space waror—
then their proper administration is from within the chain of command.

Likewise,the Cae Values nitiative in no way competes wth exant chapel
programs.(Air Force Core Values—Guru’s Guid€hapter VI:4)

This secton cleaty makes anargunert that it is not appopriate for the Chaphkin to
be the administrator of the initiative. Not only that, but no mention is made of what
potential role the chaplain might play in this initiative.

Thes sppating ideasard canceps are cantrasted aganst the previous initiatives in

Chapter VII of this research.

Chapter VIl—Active Learning

This chapter discusseshe adwantages ad disadwartages ¢ acive leaning over
passve leaning. The chapter thendescibes seen different types d acive keaning which
include nodeing, one-way stories, two-way stories, direcied dscusn, lived exelierce,
simulations, and cases. Eachtype d acive leaning is descibed ard the claracterstics,

techniques, and traps and pitfalls for each method are discussed.

Appendix 1—Tables

This Apperdix includes much of the suppating neterial for previous conceps

discussedn the previous seen chaptrs. These naterials include Clallenges Ais ard
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Influerce Axis (characteristics d acive leaning types) a Rofessonal Compass
Worksheet the “Crystal Bal” Applicaion of Core Values Datrine, a CaseDiscussn of
the Rules of Engagement (ROE), and a mérix which matches respective enlisted and

officer courses with learning types.

Appendix 2—Global Engagement: A Vision for the 21% Century Air Force

This Appendix does just what its title implies, provides senior leadership’s vision for
the ertire Air Force “and charts the cairse d the Air Force nto the first quater of the
21stCertury.” The sgnificarce d the daument, as t relates o the Cae Values,is that it
referencesthe Core Valuesinitiative several times. This adds cederce b the enphass
that senior management is placing o this effort and is congstent with on-going dforts

external to the Air Force to relate vision, mission and core values.

Appendix 3—USAF Core Values Comprehensive Lesson Plan

This Appendix has five sections and its own four atachments. The five sections
include a lesson description, USAF Core Vaues Strategy, lesson leader information, the
lessans, ard training srategy. The four Attachments include Lessan Exanple:
Introductory Type, twelve Sample Case Studies, Commande’s Guide to Evauating the
Ethical Climate in Your Organization, and a Core Values Climate Survey.

Ore staitenert that is made n the third secton, “Lessam LeaderInformation”, is
relevant to the analysis of the different values related initiativesates:

It should always be remembered hat this is not a values darification
exercise. The Secretary ard Chief of Staff have dechred the Core Values
for us The pupose of thee directed discussions is for studers to
discover the relevance and importance of the Air Force Coe Values.

Themr are correctansvers, andthos ansvers are found in the & Force
Core Values (Air Force Core Values—Guru’s GuigdAppendix 3:4)

73



All of the almve dacuentation conceming the clapiers and appedicesof the Guru’s
Guide of the current Core Vaues initiative include background information of which
selected key attributes are used in the subsequent analysis.

As wasindicated in Chapter I, two of the eght assurptions in the curent initiative
are citical in this reseach. Addiional information conceming each assurption is

provided below.

Role of Character Development in Current Initiative

This sulject is directy related to the eghth assurption of the Cae Values $rategy
which was dertified n Chapter | which places he enphass of the iitiative on fixing
organzaitons, not the character of individuak. The Air Force & being careful not to direct
attention to the character of individuak as a ptential cause dr ary of the culture of
compromise that may exist. This assumption puts the priority on “fixing” the organization
rather thanthe character of respecive individuak within the organzaton. It is written in
suchaway that leawesthe door openfor a follow-on character developmert program at a
future date should the palicies, proces, ard procedual charges not adequadly fix the
organizations.

This issue is further addessed n Chaper VI of the Guru's Guide entitled
“Suppating Ideas’ the gatenrert is made that the Gore Valuesinitiative is not aimed “at
fixing pegle by ergineeiing the agarnizaion's cuture” (Air Force Cae Vdues—@iru’s
Guide Chapter VI:3).This section continues by stating:

...the initiative preuppases that our pe@le are gaod areadyard that they

will help us improve the culture by ‘de-engineering it' or by removing the
remnants of past programs and pdlicies that now retard our dforts to
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preseve or acheve an accepable ervironmernt in the Air Force. (Air
Force Core Values—Guru’s Guid€hapter VI:3)

This statenent demands chrificaion. Does his meanthat Air Force pesonne are
alreadyfull of character ard no further improvement is needed? No. By attending the
majority of a four-day training sesgin to “gurus” on the sulpect of Core Values, this
author was able to listen to discussion concerning this issue. The facilit ator of the session
madeit clearthat this does rot meanthat Air Force pesonnel are “free d sin” or that we
no longer meke mistakes. What he said it meant was that people generally know the
difference ketweenright ard wrong; that they normally do the right thing or at leastwart
to if they are gven a cltarce. The agunert is that our organizaions sometimes
ercourage he wrong behavior, like fasifying reports a other measues snce he
employees know they will be rewarded or reprimanded accadingly. Regadless d the
fact that there ae pracices ad pdicies that do encourage the wrong behavior, this
premise that we are “good” will certainly be challenged by some  After dl, as pointed out
by Dr. Deming and Dr. Covey, humans were responsible for developing these practices
and policies.

Some believe a harder and perhaps more important question, can we realy “fix”
organzatons without “fixing” individual characer? Chapter VI of the Guru's Guide
addessesthe issue 6 “Personal vs. Orgarizatonal Values! Even within its own
suppating docunentation to the initiative, Satemerts exst that indicate the importance d
individualsaccepting these valueshis section states:

Only human beings canrecagnize aml follow values. Orgarnzatons ‘have’
and ‘follow’ values only in s0 far as sgnificant numkbers of their members

have ard follow them Orgarizatonal vaues,therefore, are valuesshared
by a sgnificart number of the members d that orgarization. The largerthe
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number of persons following a set of values, the more likely it is that the
organizational climate will be influenced by those values. If many pesons
are venal careerists, then the amaosphere of the organization will be a
poisonous one in which those who are ether good or confused will be
tempted to follow the exanple d those who are influerting the
atmosphere(Air Force Core Values—Guru’'s Guid€hapter VI:2)

Addtionally, accading to members o the Urnted Sates Ar Force Acadeny
Philosophy Depatment, who are patially responsible for implementation of the current
Core Valuesinitiative training, workers essetnaly have two options: they can either
acceptthe vauesand make themtheir own, or they canleawe the arganzaion. This type
of ultimatum is not new. In a diferent study, Brerde sates, “Officers whose value
systems differ radically from the ‘military norm’ are faced wih the choice d adaping to
this norm or separating from the service” (1986:2).

Chapter VI of the Guru’s Guide also states saone fairly strong words caceming
those who do not adopt the Core Valutsstates:

Obvioudy, it is only possible for our members to subscribe to values that
are rot consistent with the puposes & the organizaion. Those persons
must redlize they are potential liabilities for the organization, and will be
deat with accadingly. The Cae Values nitiative in no way requires them
to give up the vaues they hold, but it doesrequire them to hold those
values outdde the Air Force aml in arother line o work. Those who

camot sulscribe to the Cae Values nust leawe the sevice. (Air Force
Core Values—Guru’s Guide, Chapter VI:2-3)

Despte the almve shatenerts, there is no addtional mechanism in placeto erforcean
individud to respord to ore of the two options identified above outside of such things as
the pre-established Honor System, and the Unified Code of Military Jugice (UCMJ). In
other words, individuak realy have a tird option of “behaving” in anappiopriate manner
ewven though they have not truly acceped the Air Force Cae Values asheir own, i.e,

they can fake having the Core Valud$e current initiative is silent on enforcement.
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The United States Air Force Core Vlues Rimphkt states n the secad secion,
“Why These Coe Values; that “the first reasm is that the Cae Valuestell usthe price of
admission to the Air Force itself.” By making the Core Vaues explicit, the Air Force
hopes o lay the gioundrules sothat its pegle are awae d the expecttions and dermands
placedupon them By doing this the Air Force aso hopes hat its rew recits will not
only be awae d the values he Air Force lelieves in, but also be more likely to personally
enbrace hese samvalues astieir own. The rationale for this is that not many individuabk
would wart to work in an ervironmernt where the aganzaton's values ae alays
conflicting with the individuals pesonal values. Since al Air Force personnd ard
orgarnizatons uplold these sam Core Values,it seers reasmale to assure that al Air
Force personnel will also be expected to embrace ad live by these @ues. Eachof the
alove statenerns, appearto be more relevant to individuak than to orgarizaional
changes.

Several exanples d the intendedimplied auderce d The United StatesAir Force
Core Vdues Pamphlet, may show how this booklet is directed aml focused to individual
enployees wihin organizaions, as nuch if not more than it is towards organzatons
themselves.

The panphlet directs many statenerts to al of the Unted StatesAir Force enployees
ard contractors. The panphlet addessestie enployees hroughout the dacument with
suchterms am phrases as‘al members d the Air Force; “persons,” “we,” “our,” ‘all of
us, “professpnals,” “they,” “themselves,” “those; “such peisons,” “commanders,
“leades,” “subordinates,” “al of us; ard “you.” These ae the “subjects” within the

docunment who are to acceptard live by these aues. There ae a nultitude d exanples
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within the pamphlet that could be referenced. For purposes of not re-writing the mgjority
of the panphlet, just the first two paragraphs from the first secton, “Definitions,” are
provided lelow. Italics ard urdedines tave beenaddedto highlight the enphask placed
on the individual's character.

Integrity is a character trait. It is the willin gness to do what is right even

when no one is looking. It is the “moral compas'—the inner voice the
voice of self-controlthe basis for the trust imperative in today’s military.

Integrity is the ability to hold together and properly regulate dl of the
elemerts of a personality. A peson of integrity, for exanple, is capale of
acing on conviction. A peason of integrity can control impulses and
appetites.(The United States Air Force Core Values Pamphlet

There s little daubt that the saited gal of fixing orgarizaions is a wathwhile one.
The poblem lies with the last pat of the eghth assurption that states long before we
seekto implement a character developmert program, we nust thoroughy evaluate ard,
where recessayr, fix our pdicies, processesard procedues” (The United Stateir
Force Core dlues Ryamphekt). The panphlet providesmuch of its enphask on the values
that individual Air Force enployees eed © obtain ard live by. Orgarizatona
improvement is also addessed throughout the panphlet, howewer, it does not appearto
receve the sane enphass that individual values eceves in this initiative. Lastly, auhors
like Covey would indicate pesonal charge nust precede ogarizatona charge. Further
discussion and clarification can be found in Chapter VII.

The second assumpion relevant in this thesis concerns the role and responsibility of

the chaplain.
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Roles and Responsibilities of the Chaplain in Current Initiative

The chaplains do not have a paticular role in this initiative outside of their current
day-to-day responsibilities. These include such things as conduding religious services,
Bible stidies,ard caunselng justto name a few. In seera rare occasons a ctapkbin may
be assgned asa “guru” for a respecive orgarnizaion. As anexanple, only one d the
twerty-nine individuak atending the AFMC Core Values Guu Training was a chapkin,
ard the office that he was suppating was HQ AFMC/HC (the chapkin’'s office).
Accading to Lieuenant Colonel Durford, the lead AETC Core Values taining
representative, this sample was not unusud. Lieutenant Colonel Dunford stated that
typicaly there is either one a in most caseszer chapkins who attend the respecive
command training.

When quesioned whether he thought the chapkins slould be respansible as he
“gurus” since one their functions over time has typicaly beenrespasible o advse te
commander conceming values @ character related initiatives, Lieutenant Colonel Dunford
replied that this initiative was not based on functions or “being stove-piped.”

This is very different from the pespecive shared ly others, including sewera of the
chaphkins that were interviewed who believed that the claplins cught to play a brgerrole
in the Core Values initiative. Another proponent of better utilizing the chaplain is General
White who stated in a recefiirpower Journalarticle the following:

We need to help our people build an internal moral compass, utilizing the
Chaphlin corps for that pumpose. We need b ercourage ad eralde our
chapbins to teach spritual principles d ethical behavior—not just
philosophy—from the viewpoint of ther religious beliefs. The Ten
Commandments ard the ook of Proverbs are a god place o begin, since

they contain tenets acceped by almost al faiths. We cetainly should not
coerce pele into religious nstruction, but we canard should ercourage
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them | enphaske this aspectbecause digious lelief cals for anintegral
trarsformation rather than just a clarge n behavior. Interestingly, hardly
ary secudr literature even mentions religious nstruction as par of the
sdution—a puzzing exclusion in view d the impressie historical place
such instruction holds in forming the moral concepts of our nation.
(1996:96)

Gereral White mekes seera staterrerts that provide pesgpeciveson seweral of the
issues in this sudy. Frst he dates that he believes the chaplains should ke involved in
initiatives that dealwith ethical behavior. At the time of this atticle, senor leadeshp had
begun discussions concerning are vaues, but the initiative itself had na yet started its
implementation ard other suppating detils such asto who would be responsible for its
implementation and its assumptions and purpose were aso undeermined. General White
also makes a diect connecion between spritual principles an ethical behavior ard
provides segra exanples d material that he believes the ctapkins cauld use as adsis of
the training. He abo makes te dosewvation that secudr literature gemrrally fails to even
mention religious instruction as a potential solution.

The Air Force appoach which appeas to utilize te chaphkin less, seers o be
against the trend that is taking place in the Army:

Interestingly, increased d@éention seers t be occuring on the use & Army
chapbins. The recet headines d the Army Times stated, “Army
Chaphkins ailvays have a sairce d counselng ard spritual guidarce for
sddiers. In the wake & Aberdeen their sewvices nay be needed ow more
thanewer’ (Ledford, May 19, 1997:cwer). Along the same lines of who
should be or at leasthas keeninvolved in suchtraining, a different Army
Times atticle stated, “the suwey stowed 80 pecert of the ethics

instruction was being done by chaplains, in amounts ranging from one to
80 hours per year” (Willis, June 16, 1997:12).

This issue is one that is surely worth further investigation.
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Additional Findings

Onre d the nost educaibnal expelierces eceved through the literature review was
attending the ngjority of a four-day training sessin on Core Values. This paticular
session was given to representatives from throughout the Air Force Materiel Command
(AFMC) who were idertified ly their commanders to be a “guru.” During this sessin
many questions were asked and answered concerning the gurus fears and responsihilit ies.
This ses2n also provided the auhor sewera oppartunities 1o meet faceto-facewith one
of the two individuds responsible for training the “gurus” Lieutenant Colond Dunford.
During these interviews, Lieutenant Colond Dunford was hdpful in explaining some of
the premises and rationale behind the initiative. Lieutenant Colond Dunford bdieved that
the Core Values initiative is “a very well thought out plan...the first cohesive architecture
that is aligned throughout the arganzatons,” that he is awae o during his caeerin the
Air Force. Lieuenant Coonel Durford ako gaw al of the cedt to senor Air Force
leades including Secretary Widnall, Gereral Fogleman Gereral Stein, Gereral Boles ard
Gerera Rankin who were responsible for providing the guidarce ard their continued
support for the initiative.

Lieutenant Colonel Dunford also enphasezedduring the training sessin that this is a
long term effort and that sgnificant results were not immediately anticipaed in the short
term. Rather, this initiative is patly a result of Joint vison 2010which providesguidarce
toward year 2025.

Several skepical discussins aose over the four-day petiod. Ore of the issuesthat
concemed the guruswaswhat their role wasgoing to be at the canpletion of the four-day

training sessin. Althoughthey had they oppartunity to lean a bt on the sulpect of Core
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Vaues, some were left with some mgor concerns as to how they were gong to
accanplish the rext step. This next step hcluded neeing with the canmander of the
respective organization and assisting the commander in developing an implementation
plan.

The training sessn consisted of acive lamning, where the individuak were
ercouraged b acively paticipat. Active leaning is also enphaszed n the suppating
documentation of the initiative as important if the training is to redly be effective. The
problem that same were left with was he smple realzaton that there was ot sufficiert
time to teach all the personnel in their organization if this same strategy were to be

In addtion to this, many of the guus did not feel qualfied to go back b their
organzaion ard adequadly addess he actons that need b be takento their commander
conceming the Cae Values nitiative. Explamation was povided tat clarified that what
needed ® be done was b ercourage dscussins on the Cae Values in “natural
ervironmerts,” which include sich opportunities as discussions during lriefings
performance appaisas ard through the nentoring proces. Emphass wasmade that the
intent of this effort was ot to be a “program” but rather an everyday natural occurence
that takes phace n natural oppartunities. It was ado stated Ly the fadlit ators that in many
caseshere have beencommandsthat have run out ard delvered a Coe Values biefing in
a “check that box” mentality, without understanding the real architecture kehind the
initiative.

Another concem that arose duing the four-day guru training sessin, was hat we
would creae a goup d “Core Values Blice” who always run around looking for

someone that messed up so that they could report them This washighly discouraged ly
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the facilit ators of the discussion. When the subject of trying to change people came up, it
was made clear that this initiative is not trying to dange people, but rather identify the
important values of the Air Force that Air Force pesonnel need © maintain. Stated
arother way, the Air Force was ot trying to charge pele, but rather the Air Force only
warts to enploy individuak that akeadyhave or canacceptard adgt theseCore Values
astheir own. If anAir Force enployee canot or chooses rot to adgt ard live by these
values, it was stated that they ought to work elsewhere.

Concerning dismissal or the ability to resign from the Air Force, it was noted that
enlisted pesonnel do not have the same rights as officers and civilians. If an officer or
civiian desired to resign, assuming that there were no educational or other type of
commitment, they could request it and it is generally approved. This is not the case for
erlisted pesonnel. If they find that they do not ascibe  the idertified Air Force Core
Values they do not have this right to immediately resign, they generally must serve their
entire enlistment.

Discussn also arose canceming what was he planto provide cottinual educaibn to
the DOD cvilians and contractors concerning these values. This turns out to be one the
issuesthat has yet to be fully addessed. Although the achtecture provides segral
oppartunities for continuing education, these are mostly directed towards military
personnel. The accessn ard PME sclools that have or are incorporating Core Values
training into their curriculums are directed primarily at military, not DOD cwilians. It is
ewven less cear how the Air Force phrs to provide he recessay training to contractrs.

The facilit ators stated that this is one of the primary reasons for the continuation weave,
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which includesdoing whateer it takes over the long term to keep conmunications ard
the initiative going.

The last discussion that was conducted before the training cancluded wason the
subect of how values cauld be measued. Severa thoughts were provided conceming this
area from the facilit ators, athoughthe facilit ators aso recognized that their discussion just
“scratched he suface” The fadlit ators did not recommend pursuing any measurement
unless they gumus were required to do so from ther commanders. The next
recanmendaion was to continue D utilize he exsting measues hat the arganzaton
alreadytracks. Improvenerts in their curent measues could provide an indication of
improved values. If anorgarizaion was asked b conduct measuenerts ard they used
techiques suclas satistical process catrol (SPC), further training may be required if
they were already not expelierced n that area since there was just not anple time to
sufficiently address that technique.

The ottom line is that this suljectis pretty openrended anl how or if this needsto be

done is not agreed upoithis subject requires further clarification.

Summary

The Core Values initiative is not a st of uncoordinated actvities with no strategic
planor set of objecives On the caitrary, the nitiative has receved much suppat from
Air Force senior leadership and by dl indications will exist in the Air Force for the
foreseeable future.

The nitiative is wel documented. The pimary document suppating the nitiative is

TheLittle Blue Book This book is being distributed throughout the Air Force aml is the
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primary reference r eachAir Force enployee caceming the Cae Values. Additional
suppating documentation is alko provided o the Arr Force ore Values Website.
Specific information is adso available for the “gurus’ who will be responsible for training
acloss eachrespecive canmand on the Air Force Cae Values Wbsite. This
documrentation includesthe overall plan conceming how al of the required training will
take place. Sufficiert detail is provided caceming the respecive tools ard canceps
necessary to implement the training.

The Cae Values nitiative cleaty states hat the stategy exsts indepewlertly of ard
does not compete wih chapel programs ard that conductng individual character
development is nat agoal. Neverthdess, ThelLittle Blue Book ard the Guru’s Guidebath
provide mutiple statements that also appear to be interested in improving individud
character.

Lastly fixing organizations first appears to be in conflict with the philo sophies of both
Demng ard Covey. Thisis anarea hat is discussedn Chapter VII, where t is idertified

as an area needing further clarification.
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Chapter 5

Review of Smilar A ir Force ValuesRelated Initiatives
Through the 1993 @re ValuesProgram

Chapter Overview

The purpose of this chapter is to provide a description of related Air Force initiatives
to the curent Air Force Cae Values nitiative starting from the creaion of the Air Force.
This chapter discusses all previous values-related initiatives up to General McPeak’s Core

Values Program, which began in 1993.

Literature Review

In this project, the author sought out values-related initiatives and direction
conceming the inculcaion of values. This seach for valuesrelated initiatives idertified
sewera Air Force efforts that were estblished to improve individual character. As was
mentioned in the previous chapter, other relevant programs and initiatives clearly indicate

that the subjects of morals, values and ethics are the keys to character development.

Air Force Related Initiatives

This section reviews the several related initiatives that were found. These programs

cover the time period immediately prior to the creation of the Air Force, throughthe 1993
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Core Vaue initiative under General McPeak. Fve previous Air Force initiatives were

idertified in addtion to some backgiound to the Air Force Clapkin program through

interviews and document analysiBhese related initiatives include:

abrowbdPE

6.

Air Force Chaplain Program (1949)
Character Guidance Program (1948)
Dynamics of Moral Leadership Program (1957)
Moral Leadership Program (1961)
Adult Values Education (AVE) (1974)
Values Clarification
The 1993 Core Values initiative started by General McPeak

Additionally, programs at the Air Force Acadeny are idertified sepaately in the rext

chapter.

Pre-Air Force Character Guidance

The sulpect of character guidarce daes back wel before the creaton of the Air

Force. Jargersen traces chracter training, abeit a Ittle diferent from our cumrent

character development ‘prograns’, back © the intangible element known as morale.

Accading to Jorgersen, “Gen Geage Washington often used his gereral orders to

discuss suchmora subects as pejudice, profanty, freedom, loyalty, ard individual

responsibility” (1961:251252). The subject of morale continued © be sressed

throughout both the Civil War and WWIllorgensen stated:

In the Civil War, both the Urion ard the Cafedeate Armies stessed
morale through lectures, discussion, religious services, and magazines. In
World War |, morae building through educaibn, lectures, recreaional
activities, and religious services was made the responshility both of
chaplains and such civilian agencies as the Knights of Columbus, Salvation
Army, and the YMCA. (1961:252)
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As can be inferred through the alove dscussn, the term “morale” back in this time
petiod included a boad speatum of areas ad was usea little differently thanis curmrently
used today.

Another statement is provided by Jorgensen which provides someinsight into the type
of responsihilities that the chaplain had during the 1930s. It gates “During the 19305
chaplains gave sex mordlity lectures and Citizens Military Training Corps (CMTC)
lectures at which attendance was required” (Jorgensen, 1961:252).

External to the Air Force, quesions were raised n the 1930sasto whether pulic
schools wee the pioper place b teachtheseprinciples. Accarding to Jorgersen “Some
educadrs panted to the falacy of expecing pele to live accading to mora values
which they had mot been taught” (1961:251) Jorgersen provided he following
docunentation in suppat of this concem ard how these dscussions had continued nto
the 1940’s:

This was gppaent in World War 1l. Informed leaders were concerned that
such a large pecentage of American youth were rejected from military
sewice as Urfit” even with the nost liberal interpretation of physical ard
mental stardards. The akming rate of venereal diseasewas tracedto a
deficiercy of moral stamna. Morals had been taken for grarted.
Something more than a shot of penicillin was involved. The moral debacle
of young occupaton troops in Gemary ard Jpan was nauseaing to
behold, but, like a sbmach acle, it made kades realze something was
wrong. While the Nazs am the Canmunists relied heavly on
indoctrination, we hed takenit for grarted that Americars, by merely being
Americars, knew the nmeanng of denocracyand were desceh God-feaing
men. (1961:251)

Jargersen was aguing that America had not been adequadly teaching or inculcaing

values to that generation but rather just assumed that the soldiers were God-fearing men.
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The caxcems that this might be the case ase from leades as a resut of the many
immoral activities that were taking place.

Although the chaplins had previously played a role in the aea d morae, ewerts in
the 19405 led to greaker confuson asto what role the chaplin ought to play. Accarding
to Jorgensen, the following events transpired:

in 1940, a Morale Division was edablished in the Office of the Adjutant
Gergrd, ard in 1941 t wasredesgned the Morale Brarch ard made patt
of the War Depatment Specal Staff. In 1942 his work wasrenamed the
Specal Services Barch with the dualfunction of handling recreaion ard
educaiton, but in 1943the lrarch wasdivided nto two pats. athletics ard
recreaion being retained ly Specal Services wilie Army news sewices,
orientation, reseach on troop atitudes,ard off-duty educaiton comprised
the work of adivision caled Information and Education. The initial failure
to includechaplains in the highest level of discussions where pdlicies were
made resulted in confuson a base level concerning the chaplain’s role.
While chapkins were advsars to their commanders on “morale” ard gae
required sex morality lectures, their efforts were not coordinated with
Specal Services ad Information ard Educaton officers except on their
own initiative. (1961:252)

Jorgensen then explains how this shortcoming was overclmstates:

This deficiency was overcome in initial planning for the Universal Milit ary
Training Experimental Unit whenthe chef of Chaplins suggesed that the
program include 25 periods of instruction in citizenship and morality by
chaphins, a proposal that was adpted ard putinto effect at Fort Knox in
1946. The Chapkin Sctool, thenlocated atFort Oglkthorpe, wasaked ©
prepare the lectures.

These éctures wee so wel receved at Fort Knox that Secretary of War
Paterson in 1947 adered the same kind of training to be used throughout
the Army. Important in this entire development was the advisory work of
the Resdert’s Canmittee ;m Reigion ard Mora Welfare ard Character
Guidarce in [the] Armed Forces appmted by Presdert Truman
(1961:252)

It is also important to deine the sulpect of morale, espeally around the time frame in
gueston, as t appeas o have caried anaddtional meanng thanwe would think of asit

is defined today According to Funk & Wagnalls, Morale is defined as:
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1 State o mind with reference © confiderce, courage, hope, etc.. used
espealy of a rumber of persons assoiated wih same erterprise, as
troops, workers, etc2 Morality. (1956:772).

This may add some insight into what role the chaplain played in relation to the subject of
morale. Regadlessof whether this secad defnition was a rmre accuste explaration of
the chaplains' role, the first ddinition would certainly still allow the chaplain to encourage
the troops with spritual teachings n an effort to raise their confiderce, courage, ard
hopes. The ddinition of moral in this same dictionary dso provides one ddinition that
refers to morale. It gates, “Of or influencing maas or morale; as, moral force”
(1956:772).

With this historical foundation, the Air Force began its Character Guidance Program.

Early Air Force Policy
As briefly idertified alove, the desie to inculcate valuesard dewelop character has

existed for many yeass, probaly since te bkeginning of time. This is not to saythat the
suhect has alvays beenenphasied as sbngly throughout eachdecade ashis docunent
jug suggesed was not the cae in the 1930sard ealy 1940s From an Air Force
perspecive, the USAF Guidarce Pogram began around Ocbber 1948 wien Presdert
Truman estblished the Resdert’s Canmittee o1 Reigious ard Moral Welfare ard
Character Guidarce n the Armed Forces under Executve Order number 10013. A
portion of the Executive Order is provided below:

It is hereby dechredto be the pdicy of the Government to ercourage ad

promote the religious, moral, ard recreaional wefare amd character

guidance of pasons in the armed forces and thereby to enhance the military
preparedness and security of the Nation.

The Canmittee slall consider mears d effectuaing the pdicy setforth in
paragraph 1 hereof through maximum feasible reliance upon facilities and
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sewvicesnow exsting in the fields d work concemed, confer ard advse
with the Secretary of Defense aml the Secretaries of the Army, Nawy, ard
Air Force with respectto such mears, appaise he wak being doe
toward the efectuation of the sail pdicy, ard make suchrecanmendations
to the Prestert ard the sail Secretaries as t shal deemappopriate.
(Code d Feded Regulations, Title 3—The Presdert, 194341948
Compilation:835-836)

This Execuive Orderimplied a relationshp in the ertouragenert ard promotion of
such aress as religious, moral, recreational welfare, and character guidance to the military
preparedness and security of the Nation. This is very amilar to the satement made by
Gerera Cuttis LeMay ard is the thess of this reseach. He sates n the Foreword of the
History of the Air Force Chaplaingjr Force Chaplains 1947-196&olume II:

Freedan of worship is one o America’s plicekess laritagesf] Relgious
faith emphasizes that nothing is more important than the individud, that the
course of history will be detcermined by what the individud does or does
not do. This conviction is important in an effecive defense force. No
matter how advanced aur weapam systens lecane, their effecive use
depends on men who are technically proficient, morally stable, patient in
future or success, Hif-controlled in decison, and loyal in sublimating
personal goals o the retional good. The alert readnessof the Air Force
ard the rew frontiers d the space age gte a fgh premum on men of

character and ability. The effort of eachone is important to the stength of
our country. (Curtis E. LeMay, Chief of Staff of the Air Force)

Gerera LeMay makesthe casehere agan that the individual is the nost important,
evenalove adwanced weapo systens. He ako enphaskes,what others have previously
beenquaed to have sad throughout this docunment, that there is great needfor men of
“character and ability.”

The Executive Order aso directed the Committee to consider use of existing facilit ies
and services for effective implementation. Many of the initiatives made use of chaplains as
a frequen “instrumert” in such initiatives. A new Execuive Order in 1949, number

10043,charged he rame of the Peddert’s Committee on Religious and Moral Welfare
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ard Character Guidarce n the Armed Forces,to the Resdert’s Canmittee o Relgious
ard Mora Welfare in the Armed Forces Code d Federa Reguations, Title 3—The

President, 1949-1953 Compilation:231).

Air Force Chaplain Program

Interestingly, although the Air Force wasegablished asa sparate depatment on 18
Sepenber 1947, it was not urtil 10 May 1949 hat the Arr Force wasgrarted the
edablishmert of its own chapkincy by a ‘transfer order,” and not urtil 26 dly 1949 tat
this transfer from the Army had taken place (Jorgensen, 1961:7-8).

Jargersen further explains the kesic functions d a clapkin as defined by the Air
Force n 1948 ly quaing from AFR 1653: “A chapkin in the Air Force s primarily a
minister of religion, and as such is the advisor to the commanding general or commanding
officer on all matters pettaining to the religious Ife, morals, ard character-building factors
within a gven command” (Jorgersen 1961:62) This same regulation states *“Chaplains
will not be detailed to duties other than those required of them by law or pertaining to
their gpecialty in the field of religion except when an extreme military emergency exists’
(Jorgersen 1961:62) Thes datenerts both lay out the basic functions of the chapkin
ard abko greaty scqpe he pasble dutes that can be assgned b the chapbin. The
chaplins wee considered D be the eypetts in these especive aeas,as he terms “advisor
to the commanding general” and “to their specialty in the field of religion” both imply.
From the keginning, the Air Force tad idertified the chapbin as keyto al matters
pertaining to the area of character-building.

Since the Air Force red sepaasted from the Army, it was recessayr to develop its own

regulations. The Air Force pultished the “Air Force (hapkin's Program” (AFR 165-3),
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on 7 Decenfer 1948. “This regulation replaced pevious Army ard Air Force drectives
and was the fir st outline of the paosition, activities, and responsibilit ies of chaplains on duty
with the Air Force” (Jorgersen 1961:8) This regulaton cleaty defined the
responsibilities of the commanding officers. It dated, “Commanding officers are
ultimately as completely responsible for the religious life, morals, and morale within their
commands as they are for grictly military affairs’ (Jorgensen, 1961:8) This is important
to note snce over time some individuds have misunderstood that this has always been the
case. In the nore recen two Core Valuesinitiatives, commanders have personally been
required to take a more active role in the initiatives, but they have aways been ultimately

responsible for these areas.

Character Guidance Program (1948)

An indicaton of both the chapkin’s role ard the sgnificarce phced o the Claracter
Guidarce Program was provided by Jorgersen He desdbed how characier guidarce
courcils were egablished in 1948 ad how they exsted from Depatments down to the
wing-basedlevel. Conceming the role of the claplkin ard its auderce, Jagersenstated,
“The Chaplain held a sgnificant position in the program from the first, and dl men were
required to attend character guidance lectures” (1961:252).

Concerning the specifics of the chaplain’s role, Jorgensen also states:

The chaplain’s mgor contribution to this program—aside from his
paticipaion as a staff officer in the character guidarce caincil ard staff
meeings—was the required lecture. From 1948 b 1958 clapkins were
required to give a lecture once a month to al assigned military personnel
on topics suggesed ty AFPCH. This specfic responsibilit y was mentioned
in the “Chaplain Program” series of regulations for the first time in 1954

though it was catained in the regulations on character guidarce snce
1948 on.(1961:253)
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The AFPCH was an acronym used for the Office of the Chief of Chaplains.
In terms of the format and content of these lectures, the chaplains prepared lectures:
on the basis of natural theology showing the religious and maral aspects of
citizershp, geaed D anintellectual level of 12 years, appoximately 4,000

words in length for a 20-to 25sminute pre<sration, ard including a
bibliography and discussion questioridorgensen, 1961:254)

In 1947,the lectureswere renamed “The Chaplkin’s Hour.” Accarding to Jorgersen,
“atotal of 80 nstructional units hed beenprepaed. Selectedlectureswere asserbled into
four manualk, ard in 1950 he lectureswere revised ard published in six Army-Air Force
panphlets ertitled, ‘Duty, Honor, Country.”” (1961:254) The list of lecures indicates
the scqpe of the suljects that were covered. Several exanples d these sujects include:
Personal Integrity, Honesty, Our Citizership, CleanThinking ard Living, Home, Sincelity,
Prejud[i]ce, Thrift, The Hadest Victory, ard As You Would Be Dae By (Jorgersen
1961:254).

A brochure ertitled ‘Brochure on the Unted Sates Ar Force Claracter Guidarce
Program was deweloped by AFPCH in 1949. The lrochure idertified four objectives
several of which resemble the Air Force's current Core Values initiative. According to
Jorgensen:

The lrochure stated hat Character Guidarce Caurcils should have four
objectives: first the development of intelligent moral leadership; second, a
practcal program of characer building actvities; third, mears o

idertifying ard combating corruptive influerces; fourth, the sdution of
personal problems through personal counsel{2§61:253)

Justthe presere d a lrochure cettainly does rot by itsef constitute a successt program
or one that is necessaly taken sefously. Docunentation exsts, howewer, that indicates
how widespeadarnd sefously takenthe program was. Jagersenprovides he following

examples:
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Dr. Dariel Pding in his 1949 wvsit to military units in the Pacific reported,
‘The most interesting and worthwhile experience of my tour was meeting
character guidarce caincils at eachplace...Everywhere | found the Army,
Naw amd Air Force selously concemed with promoting comprehensive
character guidarce ard | only wish that every community at home were
equally concerned(1961:253)

Jargersen also references a sitenmert made ty Chef of Chaplkins, Chaphin
Carperter, that character guidarce councils should be composed d “the top pdicy
advsars to the canmander’ and should be concemed with everything that happered to
pele (1961:253) This satemrert is consistent with the ealier mentioned mission of the
chapkin asidertifiedin AFR 165-3. Being cancemed with everything that happered to
peopleas distinguished from maeriel, weapons, or arcraft is important in understanding
the role of the chaplain.

An interesting observation should be made here concerning the current Air Force
Core Vaues initiative. Through discussions with the Core Values training facilit ators and
through observation, it was estimated that gpproximately haf of the individuds who have
most recerly beenidertified as gurus” ale from the pesonnel field, which by definition is
also concemed with “pele” issues. Since oth organzations are cancemed with pele
issues, this begs the question of which speciaty is more suitable or qudified to condud
the responsibilities identified for the guru, or is either sufficient?

Conceming the breadh of the character guidarce cauncils within the Air Force,
Jorgersen referencesa gatenrernt made n 1949 ly Gerera Curtis E. LeMay, Commanding
Gerera of Strategic Air Command. Gereral LeMay reported, “We now have character

guidarce caircils esablished at al eclelons d command through base level for the
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pumpose of plaming an integrated aml unfied program of character dewlopment”
(1961:253).

Despte the program’'s appaent success sties, the requirement to have character
guidarce cauncils meet ard report quaterdy was ultimately droppedin 1956. Similar
issues as the caifuson that occured in the ealy 1940s conceming who had what
responsibilities, may have been the cause of the programs cancellation. According to
Jorgensen, Chaplain Stephen Tatar reported:

Many councils did mot show ary understanding of their purmpose ard
functions. The causeof the confusion may have beenthe fact that morale

and maals ae a respongbility of command, and items important to
character development council are important to the commander.

The potential confuson concerning responsibility seems reasonable given the recert
charges hat have taken place n the latest two Core Values nitiatives wrere nore ard
more responsibility has been directed to the commander and away from chaplains. Some
have misinterpreted this to meanthat the clapkin use 0 be respasible, where in realty
the canmander has alvays been respasible for the successof the initiatives.
Commanders have meely delegated this responsibility more in the past than they are
permitted to today.

Accarding to Jorgersen the pupose d the Claracter Guidarce Rogram, as sated n
the 1956 egulaton, was as follows, “The am of the Air Force character guidarce
program is to help eachindividualdewelop a cale d personal conduct that recagnizeshis
responsibility to proper authority and encourages him to do his best as a member of the

Air Force team” (1961:253).
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Jorgensen also states:
By 1957 here wasa feelng that a new program wasneeded. The lectures
which had srved a god puipose needed @ be brough up to dat, in
keepng with the rapid tempo of everts ard problems in the field of human
relations. Further, same commanders ard s@ff chaphkins et that a rew

name was reeded. There was ao the problem of relating the lecturesto
specific audiences(1961:254-255)

Becauseof these ssuesthe Dynamics d Mora Leadeshp lecture (DML) program was

launched in the fall of 1957, with publication of AFR 165-7.

Dynamics of Moral Leadership Program (1957)

The pumpose of this program was “to keep military personnel aware of those
principles d moral leadeshp which are esseina to the acconplishmert of the Air Force
mission” (Jorgersen 1961:255) This program included quaerdy lectures to three
different groups The< groupsincluded dficers (throughthe gradeof lieuterart colonel),
noncommissoned dficers, ard eristed personnel.  With respect for who was responsible
for the development and presentation of these lectures, Jorgensen states:

AFPCH plamed appiopriate topics for the three goups requesed 122
chaplains to prepare lectures, mimeographed selected lectures, and sent

themto all base clapkins in time for presemation. The Chapkins’ Board
began to prepare lecture materials in 198961:255)

As inferred from the alove statenen, it appeas that different topics wee taught to the
three different groups The extent of this is urknown as it is not explicitly stated in the
documentation.

The use blive lectures wee found to be much more effective thanthe useof posters
and filmstrips which were discontinued in 1956 ad 1957 especively (Jorgersen

1961:256) Same claimed that the u® o lecuresfor character guidarce tad a paitive
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impact on the rumber of visits the clapkin receved as wdl as an increasein church
attendanceJorgensen stated:

An erthudagtic, dynamic use d the oppoatunty presried through
character guidarce kctures tad far reaching resuks. Chaphkin Willam
Cladyy, in the 1954 Sff Chapkins Confererce, told how a vigorous
lecture piogram increased aendarce atal religious sewvicesin the Secand
Air Force ard in Alaka. Chapkin Charles E. Byrd, in 1960, said, “I have
made asmany contacts which have deweloped spiritual growth through
Dynamics o Mora Leadeshp lectures as Ihave through preacling. They
have come to mefor counseling on spiritud, personal, and family problems,
on the stength of having head nme.” After a lecture, many an airman
remarked, “The Chaplain gave me something to think about.” (1961:256)

Starting in 1955,the chapkin’s lectures on citizership ard nmorality were pat of the
military training (Jorgensen, 1961:256) Jorgersen summarized e efeciveress of the
program by stating, “The accepance d the program ard its resuks in terms o morale ard
morals made t one o the sgnificart achevements in character educaion” (1961:256)
Accarding to Jorgersen, in 1960 te program was renamed Moral Leadeship Training

(1961:255).

Moral Leadership Program (1961)

In describing the setting of the Sixties in which this program existed, Scharlemann
wrote:

By 1960the so-caled religiousrevival of the Hfties had receded.In fact a
kind of reacton had setin aganst religious nstitutions. The revolutionary
charges #king place @ an almost unversal scaé persuaded same
theologians that men no longer needed to dgoend on faith in a divine bang.
(1971:15)

Concerning the Air Force Moral Leadership Program, Scharlemann continued by stating:

In this same peiod the moral leadership program, implemented by Air
Force clapkins snce he hrth of USAF on 18 Sepeénber 1947, met
growing oppasition. In fact, the wiole efort wascarceked o duly 1, 1966
for al personnel exceptthose in basic training, tecical schools, the officer
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candidate school, and WAF instruction. During the first six months of
1960, chapkins presrted a ptal of 1,302 nora leadeship lectures to
102,000 people(1971:15)

This evert appeas o be pivotal since atendarce b this type of program was no longer
mandatory for the majority of Air Force pesonnel. The Mora Leadeship Program
continued, but only to a much smaller audience.

Interestingly, during this sane decade hat Scharlemam descibed asone where men
were falling away from their need of a God, he aso gates that “There was much talk of
church renewal. The revised Air Force Regulation 265-1 of 2 Sepenber 1966 for the
first time included a reference to spiritud renewal as pat of the chaplain program”
(Schademann, 1971:15) He accedis much of this to the campletion of the Secand
Vatican Council, which adpurned on 8 Decerbber 1965 (971:15) There wee other
discussions as to “geting chaplains out of uniform to keep them from identifying too
closely with the military establishment” (Scharlemann, 1971:15) Schlarlemam also
mentioned that, “As ealy as 1963 he Church-State Committee d the American Civil
Liberties Union began a thorough study of dl aspects of the military chaplaincy with a

view to challenging its legitimacy” (1971:15).

Adult Values Education (AVE) (1974)

This program was also known as “Values Clarificaion” up urtil 1988, when the
conceptof clanfying values was o longer deened efectve. AVE continued. however,
urtil the 1993 Coee ValuesProgram. The Seventies, like the previous decadesbrought
changes to the chaplain’s rolAccording to Groh:

In the Air Force, the tradtiona role of chaphkins in the Mora Leadeshp

program charged edicaly duiing the decade.The clapkin’s compulsary
appeaarce lefore Air Force pesonnel was nodified n strategic ways, ard
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as a mch more peison-certered format energed br the various Adult
Vaues Education (AVE) programs that were ill compulsory in Air
Training Command, and sometimes in other commands or bases.
(1986:609)

Groh provided addional insights into “the trarsition that occurred as clapkins ard other
concemed paties traversed the ‘bridge’ between moral leadeshp ard Adult Values
Education programs (1986:609).

During the Seventies, Adult Values Elucaton was accoplished but not in the
compulsory manner it had previoudy been taught in earlier initiatives. There were several
groups to whom the training was ill mandatory, but relatively few. One possble
explanation for this is that it was during the time period immediately following the ruling
that cades at the three sevice academs ro longer had to attend mandatory chapel It
stands to reason that if a smilar decison was just relaxed for Academy cadets, people
probably argued that they also did not need to receive this educaAtioarding to Groh:

As the decadeopered chapkins wee required by AFR 5031, Mord
Leadeship (October 24, 1969) at the canmander's reques, to provide
moral leadership training to pesonnel, primarily during their first year of

sewice. The dfice d the Chef of Chaplins wasrespansible for providing
training materials,(1986:609)

Groh made t clearthat other commanders autside d ATC wete cettainly allowedard
sometimes did ask chaplains to condud Moral Leadership or AVE programs for their
personnel, but thiswasnot mandatd. A respecive canmander could choose t mandaie
the training within their command or at other bases, but agan this decsion was ot
regulated.It varied on a case by case, commander by commander basis (1986:613).

Accarding to Groh, a ull review o the Mora Leadeshp ard the chaplkin's role in
the program was ordered by the Chief of Chaplins in 1970. This review wascaled the

Mora Leadeshp Plaming Confererceard it produced a rgor report, ertitted BRDGE,
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Repat of the Ad Hoc Cammittee o Revsion of the USAF Mora Leadeshp Program.
The report proposed the following:

a three-part, peson centered-education program. Part one, limited to the
Air Training Gommand, called for a continuation, but revison of the
current ML program for dl first term airmen in training environments. Pat
two proposed a pogram integrated nto commander's cals ard the Air
Force Now film program. The third pat of the proposa suggesed
voluntary activities developed to fit local Stuaions and the capabilit ies of
local chaplains.(1986:609-610)

Another primary objecive o this confererce was ¢ examne the rationale for the ML
program. According to Groh, the report indicated an inadequate foundation existed

upon which to buld a chaplain idertified, spasared, conducted ard
controlled program now. The clarging puldic mood, new legal
consderations ard restraints, increased educi&in ard growing sccial ard
palitical awaeressof the young, the agmizing redefinition of the church
ard of the role of the ckrgymen, charging force stucture, growing
concern within church bodies concerning the military chaplain’s function,
all mitigate against the continuation of the present rationale. (1986:610)

The BRIDGE report marked a ngjor charge n the hasic phlosagphy upan which
prevous characier guidarce, morals ard values nitiatives had beentaught. Up urtil this
point, the chapkins hed been acively involved as he exeits am advsas to the
commanders. The clapkins wee gererally respasible for the mora training of the
workforce. They had beenfree b a brge degee b share their peisonal beliefs ard the
foundaton upan which they were based. Now, the BRIDGE report egablished a new
rationale, which posited three major assumptions:

the maturity and self-responsibility of Air Force members had to be
assured; ary new ML program was b be marked ly cardor, a alanced
view of history, ard “a contenporary ard auhertic appoachto ethical ard
moral questions;” third, “any new chaplain-conduded moral leadership
program mug be non-manipulative, not focusng its attention towards the

need & the crapkin or of the institution, but directed towards the needsof
the serviceman himsel{Groh, 1986:610)
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In other words, the rew appoachwas lased nuch more on contenporary appoackes
with a kalance d many peispecives, rather than being driven by the chapkin ashad been
done in the past. The statement that “the maturity and self-responsibility of Air Force
members had to be assumed,” is interesting in that it is very smilar to the current premise
that is made n the Air Force nitiative that “pele ae gad.” Up unil the BRIDGE
report, that was not the assumption that was made.
According to Groh:

Early in 1972 te Chaplain Newsletter amounced tat “a completely new

moral leadership program is now in being. Moral leadership training for

active duty personnel will be mandaory only for students, enlisted and

officers, in ATC. Other commandes, however, may request morad

leadesghip training suppat from their chapkins” The rew program

emphasized dialogue rather than lecture, usng commercial films if possible
to raise issues and stimulate respor(4886:610)

The ATC Chaphkin's office ntroduced he idea & values chrficaion in the fal of
1973 n an atempt to dewlop improved techiques for what was caled the ‘Moral
Leadeship (ValuesClarification) Program in Air Training Command’ (Groh, 1986:611)
The mgor resource leader of this movement was Dr. Sidney B. Simon, a nationally known
leader in values education from the University of Massachusetts (Groh, 1986:611).

Whenthe ATC Chapkin’s were asked & comment on a proposed revision of the ML
regulation, AFR 50-31, they respondedin the fall of 1973 hat the regulation should be
renamed “Values Education” (Groh, 1986:611).

Accarding to the pioposed revision, the chef objecive was ¢ “provide a
training program of Values HEucaton which preseis a reasmalde ard
functional system of human values n formulating etical decsion in
personal and military life, and community relations. It emphasizes human

values and gaals, self-responsibility, focuses on the worth and dignity of
eachhuman personality, and presems anauhertic appoachto ethical ard

102



moral questions, be they individud, societal, or related to military service.”
(Groh, 1986:611)

AVE, which is sometimes synonymoudy referred to as Values Clarific ation, was more
concemed with drawing out the individuals pesonal values han trying to inculcate or
chargethe respecive enployees aues. Under AVE, little o no attention was paced o
whether an individud' s respective value was right or wrong, but rather it merely helped
the individual understand what his or her values really w&oeording to Groh:

AVE was a deslopmerta program with a peson-certered appioachthat
sought to meetpele in their life stuatons, ard help themtake charge of
their own living ard leaning. “Discovering sef, taking charge d one’s
life, becaming more respasible o sef, becaning more accauntable to
others'—these wee the gals o the mew AVE programs. Its
methodology was ore of questioning, reflecting, dialogizing, and
discovering. It was caled an “andragogical’ program, relying on the
science of facilitating adult learning, as opposed to pedagogy. Some
suggesed hat the ML program was institutionally-orierted, auhoritaran,
aprogram that portrayed the ctaplin as a tarsmtter of sacial ard cutural
values. The new AVE program, in contrast, was portrayed as person-
oriented, non-authoritarian, involving the chaplain as a facilit ator who
assisted the individual in identifying and clarifying valu€s986:611-612)

Kilpatrick confirmed this statemernt by providing the piomotional blurb on the back
cover of the book ValuesClarification: A Handbook oPractical Stategiesfor Teaches
and Students It stated hat Values Chrficaion made stideris “aware of their own
feelngs their own ideas their own beliefs...their own vaue ystens (1993:80)
Kilpatick also providedseeral exanples d the types d questons that were taken from
the Values Clarification handbook (a half a million copy best-seller):

“Tell where you stard on the topic of masturbation”; “How important are
ergagenent rings to you? “Tel how you feel ard what you actualy do

alout alcohol or pot”; “Talk alout your alowarce—row much you get
when and how, and whether you think it's fair.” (1993:18)
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The valuesclarificaion (or AVE) program had its suppaters. Much of the suppat
resuked from the fact that it no longer followed a écture format but rather was nore
interacive. Groh quaes ane hstorian from Craig AFB as saing, “This piogram is much
better receved thanMoral Leadeship was n the pastdueto the group-certered ard non-
pedagogical nature of Values Clarification” (1986:612).

Groh descibes the claphin's involvenert in the ML or AVE programs as a skill
ministry. He states that, “during the Seventies the mgor emphasis in this area fell upon
the chaplain as facilit ator or catalyst who, because bspecal competerce ard skill, could
help pewsons clarify and ewaluate the valuesthey perceved asimportant” (1986:616) This
is a totally different kill than had been previoudy used when they were recognized and
utilized as the subject matter experts concerning human morals and character education.

The use of AVE and values clarification continued into the Eightesh stated:

Air Force Reguation 50-31, Moral Leadeshp, mandated AVE. The
program enphaszed te reed or persons to pursue ethical decsion-
making that was appopriate t their curent ard anicipated ervironmerts.
The basic requirement for AVE in the first yearof service n 1986 wadour

hours in basic training, four hours in technical training, four hours in officer
training, and three hours in flying-navigator trainir{@991:395)

An AVE chapkin training workshop washeld in 1986 which resulted in “revised
AVE program goals [which] more adequadly addesses a integrated the relationship
between individual and institutional goals” (Groh, 1991:395).

Many of the same topicsthat are addessed today were also AVE subjects in 1988.
Several exanplesof thesesuhects include ‘authority versus ntegrity, ethical implications
of cument issues,true aml false reporting, accaintability and maa courage and

conflicting loyalties’ (Groh, 1991:395) An AVE ewaluaton confererce washeld by the
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ATC Command Chapkin in 1988 wich “revised the program goals ard gude” (Groh,
1991:395) As a reminder, during this time petiod ATC wasthe anly command mandated
to provide tis type d training snce he clarge wasmade n 1966 bhat only required
personnel in particular schools to receive this training.

As a resut of the confererce a successie chapkin workshop was leld. Based o
these wo ewerts, “A proposed revision of AFR 50-31 aimed at helping personnel in their
moral dewelopmen ard ethical decsion-making rather than values chrificaion, which had
beenthe main focusthroughout the decade” Groh, 1991:395) Accading to Groh, this
revision alowed clapkins o help “trainees asseshdir value systens in an atmosplere of
sharing and opendiscusson. The piocess chllenged te young aduts to make decsions
alout valuesthat would creae a nore producive lifegyle” (Groh, 1991:395) This
charge n direction in 1988 dlowed he chaphins to agan be alde to ercourage heathy
and appropriate values rather than just facilit ating discussion so that others could redize
what their values were, healthy or unhealthy.

When discusgig the AVE program, Groh effectively links the previous hstorical
initiatives that have been conduded thet relate to the AVE program. He dates, “Its
artecedets included he Character Guidarce Rogram (1948) Dynamics of Moral
Leadership Program (1957), and the Moral Leadership Program (1961)” (1986:611).

As can also be inferred from a nmessage rom HQ AETC to the diferent AETC
Quadlity detachments, values education had existed prior to this initiative. Specifically,
Adult ValuesEducaton had beenprevioudy conducted by the ctapkins per pargraph A
of Apperdix F. It states,”For techical training wings, Core ValuesreplacesAdult Value

Education currently being conducted (AETC message, August 1993).
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Many criticisms conceming vaues chrification were found throughout the literature
review. The ursuccessfiness d the itiative was ato a frequen staterrert that was
head throughout the interview process. The following secion provides sone of these
criticisms.

Criticisms of Values Clarification. Unlike the precedng character dewelopment
initiatives, much has been written concerning the criticisms of values clarification, in both
government ard in the pivate wald. It is the intent of this secton to idertify these
criticisms.  According to Rehberg in his unpubdished pgper titled, Ethics and (haracter
Development in Govement Oganiations Values Carificaton was degined n the
1960shy Louis E. Raths ard Sdrey B. Simon (Augug 1994:20) Rehberg cites multiple
sources which describe the underlying criticisms of this modd. These claims include the
argunert that the Vales Chrificaion process bs ro coherent theary of morality upm
which to base its educational recommendations; that Values Clarific ation is subjectivism
in the classroom; and that its methodology is inconsistent with the methods of inquiry and
teaching that are pioper to the academe disciplines (1994:20) Relberg also providesa
quote from William Bennett which states,

Accarding to the “values chrificaion” program, sclools weee not to take
pat in their time-honored task of transmitting sound moral values, rather,

they were to dlow the child to darify his’her own values. (The Devaluing
of America, 1992)

Kilpatrick ako has much to sayconceming the shortcomings of values clarificaion
and its related programsie states:
In brief, studerts are being taught by the wrong method—a method that

looks nore ard nore like a &d that won't go away Ironicaly, the
method, which made ts appeaarce n the 19605 not only fails to
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ercourage wtuous lkehavior, it seems t actvely undemine it, leavng
children morally confused and adriff1993:15)

He later agues he alsurdity of the rationale that peqle do not need taining in order to
be good. Asan illustration he says, “None of uswant to go to untrained doctors, or fly
with urtrained piots, or have urtrained oldiers protect our country, but for some rea®n
we have come to bdieve that one can be a good person without any training in goodness’
We have succumbed to a myth that claims that morality comes naturally, or at most, with
the help of a little reasoning (1993:25).

Kilpatick believes that the shft from character educaibn to techiques suclasvalues

clarification:

was legun with the kest of intentions. The rew appoachwas neart to
help students to think more independently and critically about values.
Proponerts claimed that a young peson would be more committed to self-
discovered \alues tan to ones tat were simply handed down by aduts.
(1993:16)

Accading to Kilpatick this hope was nt acheved. Kilpatick discusses dw our
scciety started with character educaion then switched bwards the values caificaion
approach and is now coming back towards character development oncetsgatates:

Character educaton was wrat took place n sclool ard saiety in the past
It was sametimes heaw-handed anl alvays liable o aluse,but it seened
to sewe our culture well over along period of time. It has keencriticized
as being indoctrinative, but in some crudal respects it may have made
possble nore real freedan of choice than we now possess. It has been
dismissed as naive, but new evderce sggess that it is more
psychologicaly sphisticated han the nmethods hat replaced i. There are
signs it is now making a comebadk.993:16)

According to discussions with several chaplains, this type of process is very smilar to
what took place n the Air Force. As individuak of different faiths or no faith made

objecions in the 1960sto not be required to atend thes typesof lectures Air Force
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leadeshp decded b modify the program to one where pe@le would be alde to “realze”
their own values, rather being lecured © ard told what values b hold. Without
excepton, all of the individuak who were quesioned alout “values chrificaion” believed
that it was ineffective and generally a waste of time.

As mentioned just prior to the previous section on criticisms of values clarific ation,
Adult ValuesEducaton was eplaced ly Core Values. The following secion discusses

the 1993 Core Values initiative.

The 1993 Core Values Program

This effort is the immediate “father” of the Air Force's current Core Vaues initiative.
Gerera Foglerman confirmed this when he respanded b anautor’s claim, ard siated n an
editorial in theAir Force Times:

... have not launched a ‘tore values cusade”to “vecwor the Air Force
backto the path of professonal conduct’ as sated n the Air Force Times
article.

We are caitinuing abng a pah that the Air Force $arted down in 1992,
whenour sewvice kades dertified sk core values br the sevice as pdrof
our quality initiative. (March 17, 1997:37)

The sx Core Values epoused urder Gereral McPeaks program were integrity,
competerce, courage,tenacty, patiotism ard sewice. Definitions d eachvalue provided
in the Foundations For Quality: Air Force re Values—Personal Application
Handbook(Appendix C) include:

Integrity: “An urfaltering dewtion to honesty, truthfulness, doing one’s
duty, and doing what is right.” Integrity includes keeping commitments,
being sincere, being honest in word ard deed ad expecing the sane of

others, acceping the respansibility for one's action and being a morally
upright person.
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Competence: “The qudity of possessing the skill, knowledge and
expelierce o pefform a task.” Competerce ncludesknowing how to do
the job, doing your best ard ersuiing that sulordinates are trained ard
equipped to do their jobs.

Courage “A willin gness to face dificulty, darger, ard pan while knowing
the risks and dill being able to do what is right.” Courage includes
assetiveress, decsiveness, initiative, postive atitude ard living one’s
convictions.

Tenacity: “The qudity of holding a firm resolve. Tenacity is that value
which causes usot hold to the chosen course despie challenges or
difficulties, to see a thing through.”

Patriotism: “Love of and devotion to ore's country.” Patriotism includes
respecing the valuesof Americanculkure am heritage am uppating ard
defending the US Constitution.

Service: “The giving of sef to provide for the wefare d others. In the Air
Force, the focus d our sewnice s the deénse d our nation.” Service
includes concern for the welfare of others and willin gness to act on that
concern, wilingness to act in cooperation with others to accamplish
common goals and determination to meet our responsibilit ies regardless of
consequeme. (Foundations For Quality: Air Force Core Values
Personal Application Handbopk 993:2-5)

The plaming for a Gore Values Program under Gereral McPeak leganin Augug
1992. A memorandum from the Vice mmander of Air Educaton ard Training
Command (AETC/CV), daed 30 dly 1993, provides good insight into this initiative.

Highlights o the first three paagrapls ard the beginning of the fourth paragraph are

provided below.For a complete copy of the memo see Appendix D

This memo provides insght and confirms testimony obtained from Air Force
Acadeny personnel as to why the nitiative was ceaed aml how it was b be
implemented. Several points need to be made here. The first has to do with the genesis of
the initiative itself: why was it darted? Severa individuds had gated in the interviews

that the initiative Sarted as a result of the qudity movement. During that time period it
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was he “vogue” thing to do, as nany corporations were also deweloping “core \alues”
within their companies. By the time the Core Values panphlet was pulished, the Air
Force had beeninvolved n the quaity movement for seweral years. Air Force adgtion of
the Total Qualty Managenent (TQM) philosophy dats backto at leas late 1987, where
commands suchas Ar Force Logistics Canmand ard Air Force Systenms Command had
alreadybegantheir implementation of qualty. It seens reasmale that after sewera years
of implementing TQM that qudity terminology would be prevalent among senior Air
Force kadeship. Sewra gatenerts within the memo seemto suppat this. Paiegraphs
one ard three loth contain the phrase ‘qualty Air Force!” The fourth paegraphalso lists
the office of primary responsibility as the Quality Improvement (QI) office.

Even gronger suppat is provided n a memorandum from AETC/QI to all AETC
Qualty Coordinators, dated 18 Augug 1993 Apperdix E). In describing how the AETC
Qualty Coordinators are nvolved the nemo states, “Our tiedn is the ‘values ard
principles’ which is a direct result of AF Qudity Council work.” The memo goesonin a
later paragraphto explain, “And this is where QI fits. Since \elues ad principles ae the
foundaton of this program, ard QI is the wehicle by which vauesard principlesgat to the
‘front burner we have became the experts—hby defult. We must step up o the challenge
and be the experts and champions” (AETC/QI Memo, 18 August 1993).

This seems to make semse, but it does rot fully arswer the ‘why’ queston? It also
does not explain who was responsible for this initiative prior to the qudity office, snce
they appaently were doing the bkest they could to “come up b speed” @ what the efort
was al alout. In the auhor’s seach for ary spediic information conceming the one or

more events that may have led to the programs implementation, very little officia
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documrentation could be obtained. There wele specudtions ard rumors conceming ceitain
ewerts that trarspredthat may have beeneroughto “break he canels back”, soto speak,
but these wee cetainly not the dficial explaration provided ly senor leadeshp. An
unofficial reasm why the nitiative was ceatd ncludes be pasphrasedstatenrert that, “it
was a great opportunity for the Air Force, in the same time peliod as he Tailhook
incidert, to creake aninitiative that was loth preenptive ard carecive in nature.” This
appaent claim was essdially that the Cae Values Program allowed the Air Force to
“clean up its house,” while at the same time remain in a pogitive light. This was the case
since the Air Force was peceived as gong the extra mile to ensure vaues were
enphasked, even though their recad was akanard they were not accusecdf arny wrong
doing.

One such rumar as to why the training responsibility was in the process of shifting
from the claplkins to the quaity office was hat the Chef of Staff had unexpecedly
walked nto the oom where crapkins wee conducting valuestraining. Upon ertering,
the Chief overhead what he considered © be inappopriate spritual teaching being given
by the clapkins. As a resuk, the chef charmged he aganzaton respansible for
implementation to the quaity office. The piimary explaration conceming the Cae Values
Program is found in the Foundationg~or Quality: Air Force Qre Valuespanphlet, also
referred to as the Personal Application Handbook.This pamphlet is the equivalent of the
Air Force’s curent panphlet or Little Blue Book This portion of the pamphlet provided
below is from the introdudory remarks of the pamphlet and it draws a link between

several important quality concepts:
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When we @k about what the Unted Sates Ar Force b al alout, three
concepts—vision, mission, and core values—are sepaately linked. Our
vision defines the qudity of sewice for which we strive. Our misspn tells
us the pumpose for which we seve. Our core values ae those ciitical
attitudes ad behaviors upa which the accanplishmert of our vision ard
missbn rest.  Put arother way, core values ae the bedrock foundaion
upon which a truly quality Air Force is built.

The pupose of this workbook is to deine those cae valuesard provide
you with a framewark for appying themin the peformance d your dutes.
We hope you will use it to work through a process of thinking about and
deweloping a panfor more effectively living care values as a ember of the
United Sates Ar Force. (FoundationsFor Quality: Air Force Core
Values 1)

As stated alove, the cae values ae recessar in orderto successfily accanplish the
vision and mission. The contents of this pamphlet are discussed in further detail later in
this chapter.

Another direct reference © the “why” queston was bund in the United State&ir
Force Academy Pofessional Development ®®@gram Study Guide It first references the
following quae by Gerera Glover, “A man of character in peaceis a man of couragein
war. Character is a habit. The daly choice d right ard wrong. It is a nora qualty
which grows to maturity in peace adh is not sudderty deweloped n war’ (1993:Bbck 3-1,
2). The Sudy Guide hendirecly addesseshe issue  stating, “Why do we have Core
Values? Becausehe Air Force nust have officers ard leades with integrity ard saund
moral character. We camot acceptiess. We owe this to those we lead,to those who lead
us ard the caintry we frve” (1993:Hock 3-2). This satemernt appeas to be directy
interested n deweloping srong character in its pele. Interestingly, the study guide goes
on to address its own Academy Core Vaues immealiately following this section of the Air

Force Core Values. The Acadeny’'s three Caoe Values duing that time petiod (Integrity
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First, Sevice Before Sdf, and Excellence in All We Do) were the genesis for our current
Air Force’s Core Values.

The secod pant that needs ® be made cacems who is respasible for providing the
actual training. Paragraph three d the AETC/CV memo arswess this quesion by
emphasizing “...commander involvement and paticipation a dl levels. Commanders
should preset/leadal areas,of instruction when feasble, drawing on local expettise as
necesary....” (AETC/CV Memo, 30 dly 1993) Why is this important? Is this not the
way it aways has beer? Is it possble that the Air Force dd not realy enphasie the
subject of values in terms of having a program or initiative prior to the qudity movement
ard nmore spediicaly Gereral McPeak’s six Core Values? Thesequestons canbe better
addessedy further excempts from the memorandumfrom AETC/QI to al AETC Qualty
Coordinators, daied 18 Augus 1993 (Appendix B. Based upm the tore of the memo, it
was written early in the life of the Core Values Program when appaently many questions
were gill unanswered. Also, even though the memo concluded with the statements,
“Finally, this letter is not policy. It is smply an atempt to shed a little light on a
somewhat confusing issuelt does do just that.

The first light that it sheds caocems the previous quesion addessedatlove of who
was responsible for ddivering the Core Values message for this program? According to
the third paragraph of the memo,

From the wery beginning, the program has been enphaskzed asa
‘commander’s program.  This means commander-level paticipation,
visihility, and backing. Not to be ddegated to the Chaplain, social action,
or the Exec, the canmander is expeced b have the lead ple—in front of
the troops, leadng the discussion, taking the quetions. | head it put this

way. We need a @aer ard nore deiberate passageof core vauesard
principles drecty from our leades t© our members. In other words,
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leades communicate what is important to us drecty, through mentoring,
exanple, ard interacion. We are tying to get awayfrom leamning them
exclusively from books ard lecures n ROTC, BMT, etc. An arelogy is
the powerful way children lean their values ¢ood ard bad) from their
parents, provided paents sperd erough time with their kids
communtating values. Enough sermon.” (AETC/QI memo to dl AETC
Quality Coordinators, dated 18 August 1993)

The alove satenert is consistent with the frequen comments made in the telephone
interviews sayng that the Arr Force kadeshp warted a nore direct line from the
respecive commander to hisher “troops.” A more direct line than what, one mght ask,
ard how is this different from how the Air Force caxducied valuestraining prior to this?
Paragraph five of this same meamo provides additional guidance on who is to implement
the training. It dates, “Not to leave the commanders out done on a limb, ‘additiona key
resources’ are idertified or help in prepaing ard geting smart. They are the Chaphins,
Sacial Actions, PME Instructors, and other instructors’ (AETC/QI memo to al AETC
Quality Coordinators, dated 18 August 1993).

Appendix F is a message from HQ AETC to many of the key Qudity Improvement
(QI) organizations throughout the Urited Sates caceming the sulpect of Core Values. It
was seh to these oganzatons to provide addional clarficaion ard guidarce on the
implementation of the Core Values within these organizations. It is provided as Appendix
F. This message addresses the questions above and states,

“For tecical training wings, Core Values eplaces Alult Value Educaton
currently being conduded. Your instalation's chaplain’s office was
provided adance rotice d the charge ty AETC/HC, ard we ercourage

useof this expert resaurce n the canduct of the Cae Values FPogram.
(AETC message, August 1993)

The chaplin’s role was appaently dramaticaly charged n the ealy nineties. The

implementation of vaues training was no longer ddegated to them, but rather additional
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enphass was phced o the respansibility of eachrespecive canmander. Newertheless,
written documentation till allowed, and even encouraged, chaplain involvement in a
“suppating” role. A memorandumfrom HQ ATC/HC to ATC chapkins, dated 5 Augug
1993 conceming the Core ValuesProgram (CVP) suppats this claim. Relevant portions
from this memdqAppendix G are provided below:

1. Importart charges ae keing mede © valueseducaion in Air Educaton
ard Training Command. | suppat these ctarmgeswholekeatedly. They
will bring about increased commander involvement and suppat of values
education. Core values will become the commande’s program, not the
chapbin’'s. The tme spem by chapkins in actual classoom values
education instruction may be reduced, but the role of the chaplain will not.
In fact, this new appioachto values educabn denmands anincreasen the
level of professonalism with which the chaplain approaches values
education.

2. The CVP will emphasize the importance of Air Force core values to
maintaining a quaty Air Force. In it commanders am their desgnated
representatives will have the responsibility to explain what core values ae
ard why they are important. Chaplains will focus on the how dimension,
helping students relate core values to more universal values, their own
personal values, and a sense of personal mission. They will also, as in the
pag, help suderts to think ard implement principles of sound ethical
decsion making. A copy of the CVP instruction sequene nodel is
attached D help you visuaize te relationshp betweenthe commander ard
chaplain involvement.

3. A ceriral resaurce n the rew core values pogram is a panphlet ertitled
Foundationsfor Quality: Air Force Gre Values (Memo, Core Values
Program (CVP), dated 5 August 1993)

In the remaining four paragrapls of this memo, there ae addiional staterrerts made
conceming the role that is left to the chapkin. The clapkins ae ercouraged ©
“aggressvely involve themseles” in the program as ‘thaplain function involverert is
critical to its success. They are askedhowewer, to not mention or gettoo involved with
the program urtil the commander takes the lead ad amounces he importance d the

program (Memo, Core Values Program (CVP), dated 5 August 1993).
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Based on this memo, the chaplain’s responsibilities were sgnificantly changed in
relation to what had previoudy beendekgated to them The chargesincludedless direct
instructional time but a continued involvement with the program. The chaplain was il
responsible for the “how dimension”, and the commanders had the responsibilit y to discuss
the “wha” and “why’ dimensons This “how” dimendon appears to have been
significant, as its ddineated responsibilities gppear to be many based upon the remander
of paragraph two above.

What is interesting atout this is the appaent conflict conceming the first assumtion
of the curent Core Values initiative. It states, “The Core Values $rategy exsts
indepemlertly of ard does ot compete with Chapel programs’ (The United Statesair
Force Core lues Rymphkt). What appeas to have happered in this case s that the
previous Core Vaues Program relieved the chaplains from their responsibility to condud
Adult ValuesEducaton. Eventhough McPeak’s Core Values Pogram was degjned b
maintain the involverrert of the chapkin, the actual involvemen wasreducedfrom what it
had been prevously. This has the efect of a ret loss n terms o the chaphin's
responsibilit ies and opportunities to get in front of an organization’s personnel and address
issues related to values Although the chapkin’'s office hkad suppated te increagd
involvement of the commanders, they were given the understanding that they ill had a
major role to play as wellWhat ended up happening is that this role also diminished.

Through interviews with the pesonnel referenced as he expeits in the alove
mentioned Apperdices,a geaer insight was dotained. Whenaskedwhy the initiative was
creaed, the ‘official respasewas hat Gereral McPeak lad stted hat developing Cae

Values was aatura step n maturing of the QAF, or Qualty Air Force. Gereral McPeak
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bdieved that the development of the organization’s Core Vaues should be done in
conjunction with the dewlopmert of an orgarizaion's vision, missbn, and strategic
planning. According to Lieutenant Colonel Ed Billman, who was a member of the Air
Force Qualty Council Working Group at AETC in 1993 when this initiative began
Gerera McPeak equesed siggesions from many orgarizaions conceming appiopriate
Core Values. Marny orgarizations suchas te Chef of Chaphkin's Office, the Acadeny,
ard ROTC already had Cae Values n place or therr respecive aganzatons.
Unfortunately, most of the respecive Cae Values wee different between the
organzations. Not only were the wards aml values henselves diferent, but also eachof
the asseiated training curiculums. Gereral McPeak desed to have the ertire Air Force
teaching the same thing concerning values, and so the initiative began.

When questoned alout the role of the chapkin, the respanses wee very much in
alignment with the memos referenced alove. The respanderts ageed hat the intent was
to have the claplkin remain asanintegral pat of the 1993initiative but not as citical as
the enphasek that the canmander would have as eaderard initiator of the valuestraining.
The responderts sated hat prior to the 1993 nitiative, the wiole issue d values had
migrated to the chaplkins shnce nany commanders had inadvertertly “over delegated” their
responsibilities. None of the respondents accused tie chapkins d overstepping their
bounds or faulted them for not adequately accomplishing any previous training.

According to Lieutenant Colonel Billman, the 1993 re ValuesProgram sought to
re-emphasize the commander’s responsibility, and in a sense, it was “upping the preserce

of leadership, since it [values] is so important.”

117



Accading to the interviews, the stucture o the Cae Values FPogram was \ery
informal. Lieutenant Colonel Billman gated that the intent of the Core Values Program
wasto have commanders take a figgerrole in discusgig the sulpect of values wih their
subardinates in different “natural environments.” Natural environments were smply non-
forced pe-existing oppartunities where canmanders cauld returally bring up he sulpect
of values. Exanples ncluded suchthings as éedlack aml mentoring oppartunities.
Lieutenant Colonel Billman suggesed tat to dewelop a ‘prograni or “checkist”
approach might be cournterprodudive. He provided the illustration that we as parents do
not (or at leaststould not) just setaste a cetain time or two to lecture our children on
our value system It is anongoing proces in which we aught to take many opportunities
to share our values wth our children. This could be done while we ae fishing, eaing, or
just playing in the backyard. We would probably never just tell our kids once or twice
how they should actor what they should believe but rather do it continuously throughout
their life. In the sane way we aught not to just give one values écture ard consider the
job done. Newrtheless, as a wble, this is urfortunately what may have occured.
Lieutenant Colonel Billman gated that he thought the initiative did not fully meet its
potential because we tbok an intellectual ard almost spritual subect ard nede t a
training effort.”

Commanders would frequenly cal requesing gudarce a1 how to implement the
training. According to Lieutenant Colonel Billman, AETC was specifically directed not to
give guidarce,and if they warted © al they could realy give would ke their own opinion.
For exanple, they could provide he diferent oppartunities mentioned alove that could

occur naturally. Evertually the clapkin’'s office deeloped bur lessas that could be used
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by organizations for training. These, however, were nat intended to be al inclusve.
Many organzaions evertualy took al four briefings aml quckly conducted eachof them
Lieutenant Colonel Billman stated that this produced a “clash between intent and practical
execuion.” This pheromeron was mt overly suiprising, howewer, since pe@le tend to
gravitate towards piograms ard checkists. By quickly accamplishing these briefings,
many commanders felt as f they had “checked he lox” ard therefore had one less hing to
do on their list. In the end, Lieutenant Colonel Billman sated that dthough the briefings
were given, word from the field suggesed hat many commanders did not take the ime to
sit down with ard teachthesevalues b their sulbrdinates, as washe aiginal desgn. In
the erd, one sairce cbse o the initiative descibed how the initiative just “fizzled” He
specudted that this occurred since the efort never truly becane institutionalized because
no one washeing asked att the progress d the initiatives a held accartable to report
such results.

In addtion to the previous memoranduns that have beenreferenced, there wee two
docunents creaed hat were used ashe pimary saurce d training ard gudarce. They
were the FoundationsFor Quality: Air Force re Values—Personal Application
Handbook ard an AETC Instructor GuidedG, ertitled Core Vdues The highlights of

these documents are discussed below.

Foundations For Quality: Air Force Core Values—Personal Application Handbook

This panphlet was de@oped ly the Chaphkin's office atAETC ard sewed seeral
purposes.Its purposes was:
to deine those cae values ad provide you with a framewark for appling

them in the peformance of your duties. We hope you will use it to work
through a proces of thinking alut amd dewloping a pan for more
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effectvely living cae values as a ember of the Urited Sates Air Force.
(Foundations For Quality:Air Force Core Valuesl)

The Rrsonal Application Handbookincludes he reprinted words that are shted in
the Enlistment Oath, the Commissioning Oath, the Preamble to the Congtitution, and a
portion of the Declaration of Independence. The Bill of Rights is dso pat of the
docunment but the panphlet was degined wih this docunent in the backgound ard
therefore only a couple of the linescanacualy be read. One camot help but notice that
three d the first four documents nmeke a eference b either God or the Creabr. Both the
Enlistment and Commissioning Oaths end with the voluntary phrase, “So help me God”
ard the portion of the Dechration of Indepemerce hat is provided sates: “We hold
these tuths to be sef-evidert, that al men are creaked equal that they are erdowed by
their Creabr with cettain unalienable Rghts, that anong these ag Life, Liberty, ard the
pursuit of Happiness.”

The Rersonal Application Handbookidts the Urited Sates Ar Force Vision, the Air
Educaton ard Training Canmand Rde, ard the Urited Sates Ar Force Missbn. Next
the handbook defnes ard lriefly discusses eactf the sk core values. A summary ard
challenge are given after each of the six values was discusseates:

The cae values ae essetial to misson accanplishmert ard living out the
Air Force vison. The Chief of Staff of the Air Force, General Merrill A.
McPeak, has sail: “Being the warld’s most respeced air ard spaceforce
is more than a vison. It is a way of life . . . a commitment to our
profession’s core values.” Every member of the Air Force must commit to
live cae values ad influerce dhersto live them This is a mustif we are

to be a truly qualty Air Force. (Foundationg~or Quality: Air Force Core
Values 6)

The next mgor section is titled, “Personal Application—Living Core Vaues.” This

secton looks attwo characteristics d pe@le that have beensuccessfl in using the Air
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Force core valuesalong with their own personal values b guide hemin this complex ard
often confusing world. These wo characieristics d thesetype of pele are that they are
proacive, ard they have a sese d personal missbn. A checkist of three questons was
providedin an atempt to help make gad proactve decsions. These quesbns include:
Isit legd? Isit fair? and Will it meke mefeel good about myseif? Concerning the second
characteristic, the handbook provides a si step pocedue to develop a pesonal missbn
statemernt that was adpted from the “Personal Missbn Statement” process, (Covey
Leadeship Certer). Thesesix steps nclude: outline your personal vision; sekct a
posttive role model idertify what roles you ply in the Air Force; draft a pesonal Air
Force Mission Statemengvaluate and reevaluatejrite a permanent draft.

The handbook then provides atest to hdp Air Force pasonnd “gauge how important
core values are to you. It will also give you some ideas on how to more effectively
implement them in your life” (FoundationsFor Quality: Air Force Qre Values 18).
The handbook as well as naterial that was aught at Squadon Officers Shool conceming
Officership Values in August 1994 both state the following:

Much study has beendone on the sulpect of values ad their power to
influerce behavior. One resut of this study is a ckarunderstanding that a
key to the paver of ary value n our lives & a pesonal accepénce d its
importance and a commitment to live it based on that accepance. In other
words avaue mug bedeeply bdieved in his or her life. Values canna be
imposed.

This is an important principle to remember as we tak about valuing core

values. The Air Force camot impose the cae values m you—it carit
make you value them(19; 1994:1104-R-3, 4)

A list of exanples ae then provided b help us ealze wken we tuly value a

patticular value. The handbook states,“A vaue kecanes a \alue n our liveswhenwe?”
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exercise fee cloice, choose from akernatives, consider the consequeres, prize it, affirm
it, act on it, and repeat it (18-19).

The handbook concludes wih the following two palagraphs. Here the overall tone of
trying to make a difference in the values of Air Force pasonnel, while a the same time in
such a way that is more suggestive than direcfiveoncludes by stating:

Core Values ae ot just nice deas © which we gve lip sewice. They are
foundational principles upan which a truly qualty Air Forceis built. The
challenge to eachof usisto gan a pesonal understanding of what the cae
valuesare ard how to more effectively live them out as nembers o the Air
Force. This booklet wasdeweloped b help you in that proces. It isupto
you to make the suggesions given in this book more than jug wordson a
page. We ercourage yu to take time to serioudy think alout what has
beenpresened here, discussit with your friends aml assaciates, ard work

through the exercises which will help you to develop a personal mission
statement.

The Air Force is flying into a very exciting future. It will be characterized
by higher ard higher levels of qualty as eaclof us catinualy improve our
ability and determination to live the core values. (Foundations For
Quality: Air Force Core Valugs20).

Another indicaton of this Program’'s suggesiveress rather than being exremely
directive is found on the first page where it sates, “We hope you will use it to work
through the process 6 thinking atout ard deeloping a plan for more effecively living

core values as a member of the united States Air Force” (1).

AETC Instructor Guide-IG, Core Values

Apperdix D includes a coer letter ard a cey of the AETC Instructor Guided G,
(July 1993) The cover letter dates that this guide “provides guidarce for local
developmert of lesso plars for instruction to al trainees as welas pemarert paty
personnel” (30 July 1993 nemo from AETC/CV on the sulject of Core ValuesTraining

Program). The gude povides four suggesed kssons ard addiional guidarce or a
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number of related aras. A Core Values hstruction Sequerce Madel was patt of the
guide aml was useda summarize hese aeas. Theseaddtional areasincludedthe training
target population, lesson designation, lesson timing, commander involvement, additional
key resaurces,and resaurcerole. Specfic gudarce was gien for eachof these &st four
categories.
A brief summary of the four lessas ard their asseiated kaning aids wee discussed

in the first seweral paregrapls of the gude, under the readng, “Specal Instructions.” It
stated:

Lesson 1 cauld be taught in one stting, sncethe lesson is primarily usedto
give out information. Lesson 2 isamed a incorporating core values into a
personal misson statenent ard should include small group discussbns.
Lessa 3 is concemed with personal decsion making ard stould include
small group dscussions. Lesson 4 is aimed atintegrating Core Valuesinto
the individual’s personal values.

The gperational concept cals for Lessois 1 ard 2 © be taught in Bast
Military Training and al precommissioning sources. Lesson 1 will be
taught in exsting base ‘Intro” courses ad as a oe time presemation to all
permanent paty. Lessons 3 and 4 will be incorporated into existing base
level Techical Training ard Undergraduae Hying/Space taining caurses,
and lower level PME.

The instructional design is primarily lecture for Lesson 1, with small group
discussion oppartunities ard individual exercises in Lessons 2-4. Lessons
1-3 should normally be taught by flight commander equivalent or above.
Lesson 4 should normally be taught by chaplains.

Instructional media consists of severa documents, to include the US
Constitution, DOD Hunan Goals Charter, Oahs of Office, Joint
Publication 1, and HQ AETC/HC (Chaplaing Handout, “Foundations For

Quality.”

One interesting observation is that athough the training implementation guidance
cane from an “ instructor guide; there ae seweral statenerts that are nore of a

requirement than mere guidandeor example, the AETC Instructor Guide states:
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Theinstructor guide (1G) is an outline of instruction. Academic instructors
will personalize this IG and develop their lesson plan. The IG contains
objecivesto teach lessan sequene, instructional aids required, ard other
guidarce to prepae ard conduct training. It also includes he
recanmended sequere d instruction within each lessan. Acadenc
instructors may adust only the sequete d instruction within eachlessan.
Any other devation from the IG, such as dedting instructiona aids,
adusting overall lessa sequene, or charging the caurse length, require
the approval of the 419th Operations Training Squadron....(July 1993).

Onre sedion of the gude, ertitled “To the Instructor,” providesaddtional insight into
how the initiative was intended to operate.

This program provides training for al members of AETC and sudents on
the Core Values of the Air Force. The phn progresses hrough
deifnitional aspect ard the aigin of core values ad the importance d
core values b the individual The scee d the training includes he human
relations, sexual harassment and equal opportunity climates.

As the instructor, you should dress the course is designed to maximize
student input. The instructors' role in this course is primarily to set the
tone of the discussion and act as a facilit ator after the commander presents
the heat of the neterial deining ard discusgig the importance of core
values. In order to derive the maximum benefit from this course, sudents
are required to actvely paticipat in discusns, listening efecively ard
seriously participating in any scenario presentation.

Ensure all students know they will be required to take the core values with
them and practice them in their daily lives as Air Force members (1993:i).

The remainder of the guide cantains the autlines d the four respecive lessas. Each
lesson includesits goal, instructional aids suggesed method, instructions, ard related
information. The kst three kEssas al refer to the use © the AETC/HC Hardout
Foundationsfor Quality, asthe primary instructional aid for eachlessa. In the back d
the lessa packagethere is a ist of eight Core Values Taining Oljecives. Two of the
eight objectivesfocus m leaning outcomes d the training. They state that the Air Force

members should:
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e Know how Core Values ae deirved from the kesic principles upa which
the United States was founded, and

e Know the relationships between Core Values ard the oaths of
commissioning and enlistment.

These ae provided as anndicaion as b what the Cae Values nitiative under Gerera

McPeak taught concerning the basis or foundation of the Core Values.

Additional Information

Chaphlin Alexarder B. Raberts, who at the ime was a lieutenant Caonel in the Air
Force,was te pimary author of the hendbook, Foundationsfor Quality: Air Force Core
Values. Accarding to others interviewed e was ato a stong proponert for keepng the
chaplins involved wih the Cae Values nitiative. Chapkin Roberts ako auhored an
article in Airpower Joumal ertitled, “Core Vales n a Quaity Air Force: The Leadeshp
Challenge” while this initiative was underway that can provide additional insight into his
perspective concerning this subject.

Addressng the issuethat the sk values dertified n the initiative are rot the anly
erduring values,he states, " Some would arguethat the list has sgnificart omissons. The
one most often pointed out to me is faith. Perhaps bhat is because lam a clapkin.
Omissions aside, the list is a core list, not a comprehensive one” (1994:42).

Chaplin Roberts ako enphaskes hat qualty pe@le are citical ard the character of
individuds is paamourt. In explaining why living the Core Values is essential to a qudity
Air Force, He states that

The human dimension is vital. The aspect of that dimension critical to
success n battle is characer—the strength of one’s continuing

commitment to live professed values. The words of German genera
Guenther Blumentritt make that point well:
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Knowledge & important: efficiercy even more so.  But character ard
personality are the nost important. Knowledge caneadly fail ard can in
fact, be the cause of failure. Not intelligence but character is the urfailing
factor. Only character is reliable in tough situations, and...in combat.

In a sewe the characier of the institution of the Air Forcerisesard falls on
the commitment of each individual member to live its core values.

Von Clausawitz, in his discussion of “military genius’ in On War, argues
powerfully for the importance of character. Commenting on the “fog” of
war, he points to the urcertainty of “three quaters o the factors an which
acion in war are based” He then makes te casehat the ane wayout of
this “relertless sruggke with the urforeseeri is the capady to retain “some
glimmerings of the inner light which leads to truth; and second, the
courage b follow this faint light wherever it may lead” That is character.
He thengoes o to fleshout the caceptof character by pointing out that it
is the qualty of sticking to one’s cawictions ard keeping one’s kelance n
the face ¢ “excepional stress an violert enotion.” Character to Von
Clausawitz is nat jug having “powerful feelings’ but resides in having an
understanding of and faith in “the overriding truth of tested principles.”

Real faith leads to action. Faith is not just professing belief. James, in the
New Testament, said thet “faith without works is dead.” Although he was
spesking of a different level of faith, the principle applies in this context.
Faith is manifest in our actions, in living what we say we believe. When
pele live out their faith in those tested pinciples hat we cal core values,
the trust between al team members essetial to effecive missbn
accanplishment camot help but be positively impaced. It is important to
point out that this truth applies not only to combat but to dl aspects of the
operation of the Air Force. A constant theme o the Air Forcetodayis the
notion that enduring qudity will only flow out of an “ingtitutional culture”
characterizedby trust It logicaly flows that the piromotion of continuous
improvement in the character component of qudity will lead to higher
levels of trug and higher levels of qudity. As the organization more
closely aligns individual acion ard orgarizational strategy, structure, style,
and systems around core values, more “latent creativity and energy” will be
unleashed to create “benefits that go straight to the bottom line.”

In aserse, core values epresem fundanertal doctrine atout what works in
combat. Inaddtion, they also represem what one auhor has referred to as
“truenorth” principles. They point to what works o bring atlout qualty in
organizations in a more general send€94:44-45)
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Chaplin Roberts includeda sedion conceming Cae Values taining. His thoughts
relating to how the training ought to be accamplished were very smilar to those espoused
by Lieutenant Colonel Billman previouslye stated:

Training in core values a dl levels is essential, but the program must not
becane a forum for lecturing, moralizing, or preachng. It should be
desgredto teachthe ciitical thinking skills needed to deal with the hard
issues ah enphaske that proacivity based am core valuesis a mustin the
Air Force. It is best accanplished in an ervironmert which ercourages

paticipart interacton and discussin leaderinvolvenert. It should focus
on case studies that deal with real world issues for participér84:50)

Conceming the sulpect of providing anervironmert that is compaible with the core
values, Roberts shated: “In line with the piinciple that vaues ae koth ‘caugh’ ard
‘taugh,” a concerted effort must be made © ersure that institutional pdicies am pracices

at all levels fall in line with core values” (1994:51).

Summary

This chapter idertified the pevious Ar Force \eluesrelated initiatives shce he Air
Forcewascreaedin 1947. This included he Character Guidarce Pogram, the Dynamics
of Moral Leadeshp Program, the Moral Leadeship Program, Adult Values Elucaton,
which for awhle was also referred to as \alues chrficaion, ard lastly the Cae Values
Program.

A significart portion of the chapter discusseshe previous Cae Values FPogram ard
its related detils. Where appopriate relevant atributes wee highlightedfor later aralysis

in Chapters VII.
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Chapter 6

Initiatives at The United States Air Force Acadeny

Chapter Overview

This chapter addesses & Force Acadeny programs ard related pdicy documnrents.
The majority of theseinitiatives fall within the catrol of the Acadeny's recertly creaed
Certer for Characer Development. Specal attention was povided caceming the
Acadery’s enphass on character dewlopmert, ard the importance of the spritual
dimension was noted in their efforts to inculcate values nto character. The sulpect of

historical mandatory chapel attendance is also addressed.

The United States Air Force Academy

The United States Air Force Acadeny is argually one d the best exanples d an
institution of higher educaibn that is concemed with deeloping individual characier as
indicated ly the CEP. Not only that, but in many ways the Acadeny could be looked
upon as tbe nodel for the rest of the Air Force. While discussig the Acadeny’'s character
developmert program, Lt. Gen Bradky C. Hosner, who was tenthe Supeinterdert of
the Acadeny, stated,“We thensetout to develop methods b make the Acadeny a model

for characier developmert for the erire Air Force” (1994:7) Another exanple of this
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from a volume of the Air Force Chaplains history, as it paticularly relates to chaplains, is
provided below.According to Scharlemann:
by desgn ard defnition, the Acadeny is the institution that was ceaed
with the expectation that it would produce he cae of the Air Force’s
professonal leadeship. For that reasm, the Claphkin personnel ard

program at the Acadeny were to be modek for an operationally effecive
chaplaincy throughout the Air Forc€l971:212)

Before the individual programs ard divisions are dscussed. it is important to note that
the Air Force Acadeny also enphasizes aotal program of individualdevelopmert. Inthe
case of the Academy, they have what they refer to as the four pillars. According to
Lieutenant Colonel Bill Wallisch, in his article, “Four Pillars of Excellence,” the success ©
the Acadeny goes &r beyond the academe curiculum, Coonel Wallisch gates, “Our
Supeintendent, Lt. Gen. Winfield W. Scott, J., putit best when he said that our program
rests on four strong pillars: military, acadent, athletic, ard siritual’ (1984:97) Codlonel
Wallisch continued:

The core curriculum, of course,falls under the Deanof the Facuty. The
supeb military training is the responsibility of the Commandant of Cades.
The Director of Athletics, of course, sees @ it that cades have the saind
bodies tey need mt only to meetthe rigors of our program but also to
prepae thenseles br future denmands. The spritual aspectcan be found
in every area awl is pehaps he exra dmension that tradtiona leamning
might have overlooked in recent years. (1984:97)

The importance d this spritual aspectshows up h many of the Acadeny’s historical
docunments. Accarding to Andrus “Faith ard cantinuing spiritual growth are crucid in
cadet life. The CadetChapel a huilding of striking beauy that inspres awe ard

reverence, provides a constant reminder of the centrality of religious faith in the life of the

total person” (1979:9).
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In the forward to Chaplin Zielinski's aticle, addtional insight into the religious
program at the Academy up through the late 1950’s is provildeathtes:

The Acadeny considers religion an important patt of the ife o the Cadet
Protesent, Roman Catolic, ard Jewsh sewices ae held weeky.
Attendance is compulsory urtil the final six months of Cadet life. Before
eachmeal of the dayat the Acadeny, Cades pause agether for a silent
prayer. (1959:91)

Zidlinski argues that regardless of our scientific advances, “Without strength of
character man drifts amlessly without a ruddef (1959:91) Zielinski then proceedsto
explain the importance of religion on values:

Relgion plays an indispersalie role. It gives man anarchor. It imparts
essential purpose to life itself. It gives meaning to the challenges of
sacrfice n the rame of duty ard honor by relating themto the urcharging
values inherent in man’s relationship with and responsibility to his Creator.

It is for these cgert reasms that the space age caot afford to be less
godly than the agesHat precededti Divine ard human values emain the
same.

Justhow practcal a ole religion plays in characier formation is readiy
discernible a a military acadeng. Relgion deas with values hat are inner
convictions of conscierce. Ornce hey are piopelly internalized, they stard
on their own two feetarnd becane a cale d conduct quite apat from need
for external supervision.

Why religion in a space ageThe arsweris evdert. Mandiffersin aspace
age ot one wht from man in ary other age. His needfor sound, moral

values emains castant. His reeds or sef-discipline becanes ewven
greaer. His reed b live up b higher ideak becames intensified. It is
religion that undergirds these ideals, mora values, and stability of

character, giving purpose to his life. To probe the vast exparse d the
universe hat once umbled from the hands d the Creabr is not man’s most
important task. That task is to live in the likeness of Him in whose image
man was made.

Knowledge of this eternal truth underlies our religious program a the
Academy. (1959:92)
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Not only has the Acadeny historicaly enphaszed te mportance d character, but it
also has enphasied he importance d religion in developing these @uesand charactr.
The next seweral sectons provide sane addtional insight into the Acaderny’s pasition not
only on character but also the importance d spritual development when dewloping

character in its cadets.

The Air Force Academy’s Center for Character Development

According to the Character Education Partnership (CEP):
In Augug of 1993, the Acadeny creaed a @nter for Character
Dewelopmert after two mgjor studies cancluded hat (a) poor character in
members d the cadettarps was a cmmon factor in many of the significart
problems confronting the Acadeny, ard (b) the Acaderny’s efforts to
dewelop gaod character must becane more effective for the Acadeny to

acheve its essetid missbn of training future Air Force officers ard
leaders.(1996:18)

As mentioned alove, the Cener is comprised d three dvisions, two of which are
discussedthe Hanor ard Honor Educaton Division, ard the Character Dewvelopment ard
Ethics Division.

The USAF Academy’s Honor and Honor Education Division. This is the division
respansible for erforcemnert of the Hanor Code. Accarding to a panphlet ertitled, Honor
Code ReferenceHandbook ofthe Ar Force Gadet Wng, the Acadeny’s Hanor Code B,
“We will not lie, steal, or cheat, nor tolerate anong us anyone who does.” On the inside
cover of this panphlet, the full code s agan restated. The previous statenert continues
with the exra wads addedd the e of the cade, “Furthermore, | resdve to do my duty
ard to live honorably, so help me God” (1996:nside cwver). This statement wasaddedin
Decenber 1984 wlen “the CadetWing voted to accepta new honor system which

included his addtional statenert to the cath.... The addiion of this statenmert to the code
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was b help cades realze the importance anl close relationshp betweenhonor ard duty”
(1996:2) The panphlet states that this addtional saterrert “reflects the accemnce d a
personal commitment to excellence in all aspects of military service based upan a strong
foundation of duty and ‘Integrity First"{1996:2).

The pamphlet provides the following history of the Code:

In Sepenber 1956 he chs of 1959 adpted this Code as a minimum
stardard for all Air Force Acadeny cades. As the guadians, or stewads
of this Honor Code, eachsuccessk class,has adnmistered, interpreted,
ard cutivated he Cae. It is the Cadetwing’s duty to ersure the Hanor
Code never becomes stagnant. Every cadet must take responsibilit y for the
vitality and effectiveness of the Honor Code.

The first Supeintendent, Lieutenant General Hubat R. Harmon, bdieved
that anhonor code wauld be anessetia elenernt of the new Acadeny ard
had commissbned a study group a year eatier to exarnine the honor codes
and systems at other military institutions. The “founding fathers’ of the Air
Force Acadeny clealty recaynizedthe reed or a cale d ethical behavior
which would cantribute to the overall Acadeny missbn: to dewelop
excepional officers. An honor code was peded with would inspre
cades © live tonorably and thus gaduae with the hghest stardards of
individual integrity. (1996:2)

The Honor Code Reference Handbook othe Ar Force Gadet Whg also speals o
the role a code plays in developing characlestates:

Honor codes,conceps, ard a \ariety of educaibnal tools heve beenat the
heat of sewvice acaderres since their incepion. They have historicaly
been the canerstone o make claracter cerral to the developmert of
tomorrow’s military leaders. Codes or concepts define a minimum
stardard of ethical conduct A code s not anerd in itsef, but rather a
mears 0 help develop srong ard honorable claracier. Codesshould not
be feared, but rather used as a cornerstone to help develop one’s character.

The military codes set the service acadenes apar from almost every other
college kecause btheir high ethical stardards aml the stong focus on
character developmert. A code (©r concep) reminds us hat 1) There is
a rght and a wiong in most cases; 2) As future officers we have the
responsibilit y to meke moral judgnerts; 3) Jud becaus there is diversity
anong different sccieties ard cutures des ot meanright ard wrong ae
urknowable and; 4) Codes help prevent usfrom falling down the dippery
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slope d ethical relativism (anything goes) that have been detimental in
developing character and counter to the professional military ethic.
(1996:3)

The mgjority of the remainder of the panphet deines arl descibes the Honor Code
violations ard provides segral appewlices or reference. The following two palagrapts
are taken from the pamphlet's Summary:

This is our Honor Code aml we ae exrenely proud of it. We are all
equas whenit comes to honor. The Hanor Code se$ a sardad in four
discrete areas honesty, respect fairness ard suppat. The four don'ts in
the Code provide the minimum gandard while the six positive principles
provide the ideals that will help uslive by the spirit of the Code— “Do the
right thing and live honorably.” Living honorably is what we call integrity,
which is a moral wholeness or “walking the talk.” Integrity is essential to
al considerations of ethics. Moral courage § an important aspectof
integrity that requires us b dowhat is right exenwhenit is likely to cost us
more thanwe wart or think is fair. It may require usto sard up br our
beliefs and demonstrate the courage of our convictions.

Living up to the spirit of the Honor Code, or living honorably, is a life-long
aspiration and a life-time process. The truly honorable cadet will not hide
behind our Code, nor will cadets try to live by these base minmums
Character developmert more thanjustthe Hanor Code; it also includesthe
Air Force ard Acadeny Core Values, Acadeny Characier Development
Outcomes, human relations, ethics, and maal and spiritua development.
Every cadetmust understand ard respectthe Hanor Code hghly if it is to
remain the cornerstone of cadetlife. Your four yeas here at the Acadeny
will provide you with a foundaion and an opportunity for your character
development; the development that you will build on throughout your
carer ard lifeime. The Academy experience i designed to make
character central to tomorrow’s Air Force leaders (1996:21)

Accarding to the Hanor Code Hamlbook, the sk positive principlesthat are outlined
in the Hanor Oah are tonesty, respect fairness, suppat, duty ard living honorably
(1996:5) The handbook refers to these $x asprinciples asopposed to the aher “Four
Don't,” which are referred to as peceps. The four don’t that are referred to in the Honor
Code nclude da't lie, don't steal don't cheat ard dan't tolerate. The handbook states

that these precepts flow from principles (1996:5).
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The final bolded satenert alove sewls a stong message asot how important the
Acadeny views claracier development. The use © suchstateneris as *“...desgned ©
make character certral’ explicitly serds a nessageof the patticular importance conceming
this aspect.

The CEP report provides further insight by stating:

...The Acadeny’'s decsion to expard greaty its craracier development efforts is a
recagnition that the Honor Code alone was msufficiert to acheve the Acadeny’'s
strategic goal of “Produc|ing] who have the krowledge, character, ard notivation

essential to leadership, pride in dl they do, and commitment to an Air Force
career.(1996:18)

Althoughthis is true, it is aso an indicator of the Academy’s commitment to produdng
excellent officers of the highest character.
The CEP report also states hat the Acadeny has recenly made sane charges b even
place greater emphasis on the importance of character developrhernteport states:
Characier developmert is the cae of the Acadeny experierce. Therefore
instructors and staff members must promote a climate of paositive moral

growth, honor, ard equiable human relations soas b ercourage ethical
conduct among cadets and the Air Force commui(it996:19)

Among four other things derified, the rew instruction states that Acadeny
personnel should consider the spiritual dimensions of character development(1996:19).
Thesestatenerts may be the stongestyet in terms d the importance d character
dewelopmert. Here the Acadeny has stated hat character dewelopmert is important, but
it “is the core of the Acadeny experierce’ We also find mention of how Acadeny
personnel need to consider the spiritud dimensions when making an effort to develop

character amongst the cadets.
The following secton provides sone of the detils conceming the Air Force Acadeny's

recent efforts of building character.
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The USAF Acadeny’s Character Devebpment and Ethics Division. The Certer
for Character Dewelopmert creaed a (aracter Developmernt Manual in May 1994. The
manual provides he Unted Sates Ar Force usion, the Misson of the Air Force
Acadeny, the Srategic Product Goal, ard lastly the cae values d the Acadeny: integrity
first, sewice lefore sef, ard excelence n al we do. Thesevalueswould later became the
ertire Air Force’s cae values ad ot just the Acadeny’s. The Srategic Product Goal
idertified was o, “Produce dficers wiho have the knowledge, character, and motivation
essential to leadership, pride in al they do, and commitment to an Air Force career.” This
docunent leawes Ittle room for the imagination as b the intent of the Cener for Character
Development.

The manualidertifies eght desred Character Developmert Outcomes. The following
rationale is provided in the manual for these outcomes:

The following statenerts of desred “outcomes” are dfered to al Acadeny
pmission elements for the following purposes:

First, ard most important, they state aur asprations. They reflect our
ideab—what we hope that ewery cadetard member of the Acadeny
community strives to do and to be.

Secand, they elalorate the core values d the institution. They sewe,
therefore as he tesis for institutional ard sef educaibn...the touchstone
ard framewark to which we return when we a& why we dowhat we do
ard modify what we doin our questfor excelence. Further, they provide a
shared language within which we critique ourselves and each other.

Third, they provide a framewak for assessert of al we do as an
institution. We mustassessur acivities to deermine whether we succeed
in doing what we say we drive to do. Nevertheless, it is equdly important
to recaynize hat al assessert efforts ae imprecse ard must always be
placedin the context of the sonewhat less pecse, but ultimately more
important, statements of our highest idedl094:4)
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The eght Character Developmert Outcomes ae piovided n Table 7. The first three

outcomes are the direct representation of our Air Force Core Values.

Table 7. Eight Character Development Outcomes

Officers with forthright integrity who voluntarily decide the right thing to do and do it

Officers who are selfless in service to their country, the Air Force and their subordinates.

Officers who are canmitted to excelence n the peformance d theirr peisonal ard
professional responsibilities.

Officers who respect the dignity of all human beings.

Officers who are decisive, even facing high risk.

Officers who take full responsibility for their decisions.

Officers with the sel-discipline, stamna, ard caurage © do their duty wel under eventhe
most extreme and prolonged conditions of national defense.

Officers who understand the significarce d spritual values ad beliefs to their own
character development and that of the community.

The remaining five outcomes ercompass addional values hat the Cae Values do
not direcly addess. Throughthe interviews with personnel from the Ceter for Character
Development it was revealed that personnel involved with the Core Values initiative had
requested that the outcomes be limited to the first three so as to be in dignment with the
Core Values. Personnel at the Cener for Character Dewelopment, howewer, decded
aganst this request dueto the limitations this would have on their ability to measure their
successdwards hese aitcomes anl canmunicate what their asprations were. Members
of the Cener were concemed that the three Coe Values wee not suficiert to fully
measure their succesSeveral metrics are being used to track these eight outcomes.

The last of the eght outcomes, which enphasies he sgnficarce d spritual values
ard beliefs toward character developmert is discussedn the following secton. The
manual states:

Officers with this understanding are ckar in their own convictions ard
respectthe convictions of others. They understand that the leadeship role
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requires sensitive awareness of the role that religion plays in peoples' lives
ard their need b accanmodat ard suppat individuak freedon to
exercise faith.(1994:6)

The following secion provides a dicussn of the caterts of a panphlet developed
in suppat of this eighth outcome. It providessrong suppat of the importance that the
Acadeny has ard continues b place o the spritual dimension wheninvolved n aneffort
to develop character.

Desgn for Spiritual Devebpment (1994) This panphlet was ceaked n the
form of a stategic plan to acheve this eighth Characer Development Outcome. By
deiinition of being anoutcome, spritual developmert is recaynized as ammportant factor
in character developmernt. The daument discusseshe chapkin’s misson in terms of a“a
blerd of our mandate [assuing the ronnegotialde freedam of every individual to exercise
faith] ard the educaional role of the Acadery” (1). The panphlet say, “The chapkin
activities misson is to provide for ard suppat spiritual ard character development
through the free exercise of religion and pastoral care” (1).

The panphlet also states hat, “The founders of the Acadeny cleaty recaynize the
significarce of a heathy spritual life in the formation of balanced dficers” (2). The
panphlet discusseshe Cetter's focus n sucha way asto be very cautous conceming
either over or under emphasizing religidror example, the pamphlet states:

The Air Force Acadeny affirmed he Cener's enphass of the importance

of spiritudity to cadet character development in its institutional outcomes,

but the Ceners focus & not ard stould not be religious. Character

education must srike a careful compromise between diminating religion

ard teacling faith. It needs ¢ be recagnized bat character educaion

should never be seenas a eplacenert for religion or as aninstrument of
religion, but should teach respect for different religious traditi¢R)s.

137



Also, because Dthe “concems asseiated wih the ‘sepamtion of church ard sate,
appopriately require the claracter developmernt agemla © be written in secuér language”
(2, 3).

The cauious tone quickly charges to one o dsrong suppat, recagnizing the
importance of spritual developmert in the cantext of overall character developmert. The
following argument is provided below:

A primary assumption of theology is that human beings are spiritud
creaures. Therefore, spritual developmert is anessetia ard foundaional
ingredient of human growth. In fact, thedogiars wauld saythat human
fulfillment requires our coming to terms with who we are as spritual
persons.

Thisdesgnfor spiritual developmen usesthe asunmptions of thedogy asa
backdop which helps cadet urderstand their nature ard the spritual
resources they own in faith.

Thus it is the premise of the religious community that human beings find
their ultimate fulfillme nt in relationship with God. The premise is that God
created usin his own image—a spiritud image To find fulfillment as a
human being, then, is to come to terms with our spiritud selif. Our
spiritual development is a piocess 6 discovering who we ae asGod’s
creaed anesard ergagng in anintentional sruggke for an understanding
of what this requires of us as we live our lives.

The nature of our relationship with God becomes the filt er through which
ewvery other aspectof our livesis perceived. It is possble to choose ©
ignore our sprituaity. Thatis a ctoice eaclhperson must make. Howewer,
our decisions, our relationships our vocational choices, our vision for the
future ard our percepion of the presen are al deined by our
understandings of our spiritud self and our relationship with God. If this
premise is true, we cannot fully develop as human beings if we diminish or
ignore the truth of owr spiritudity. It is the foundaion to our very nature
ard destny as luman beings. It is at the heat at the waywe tink ard act

3)

It isimportant to keep n mind that these datenrerts are al in suppat of one d the
eight desred character developmernt outcomes. Based o the premses hat are nmede

alove, the Acadeny believes that the devlopment of character would be stunted if we
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deny our spiritudity. Another way of saying this is that the Academy believes we cannot
fully develop character without addressing the spiritual dimension. This finding will be
important when compairing the enphass that other initiatives pace m the importance d
the spiritual dimension when trying to inculcate values.

The panphlet provides he detils of their four respecive degyns: The Jewshdesgn;
the Christian Desgn; the Islamic Desgn; ard, the Buddlist Desgn. Recen statistics
conceming cades upa arrival atthe Acadeny also shows that the vast mgjority descibes
thenmselesas having a spiitual backgiound. The panphlet states hat, “Approximately
94% descibe thenseles as Chstian, either Caholic or Protesent, Jewsh ard Musim
cades camprise alout 1% each The remaining 4% respanded wth either No Relgious
Prefererce, Buddhst, Agnostic or Atheist” (5). If some perceive that the foundaton of
values s in factreligious n nature, ard character developmert is being sought without ary
emphasis on the spiritud dimension, these datistics beg the possbility that a large
percertage d the pgulation could paentially be alienated, or minimally frugrated, by the
lack of spiritual basis provided. This is paticularly true snce he 1993 @re Values
Program includes both the enlistment and commissioning oaths which both end with “So
help me God” as provided in the FoundationsFor Quality: Air Force re Values—
Personal Application Handboakn the inside cover of the pamphlet.

Another historical illustration of how important the Air Force Academy has viewed
the spiritud dimension in building character is found in their earlier policies concerning

mandatory chapel.

139



Other Academy Curriculum on Character

The Acadeny has alvays placed geat importance a teaching the sulpect of
character. This secton provides segral excempts from The Urted Sates Ar Force
Acadeny Professonal Dewelopmernt Program, the Second (ass Cadet Study Guide
during the Rall Senester 1993. The gude had beendewoped an wasbeing taught in
1993, around the same time the Genter wasbeing creaed. Two of the twelve chapters in
this study guide ae dedcated b character development ard ethics. This secton idertifies
sewera of the highlights from thesechapiers. A qude referenced n the gude tat was
made ly Gen Matthew Rdgeway a KoreanWar hero, indicatesthe importance that the
Academy places on the subject of characlestates:

Character is the kedrock on which the wiole edfice d leadeshp rests. It
is the prime elerrert for which ewvery professon, ewvery corporation, every
industy seaches. It is the pime elemert for which they seach in
evaluaing members o their organzaions. With it, the full worth of an
individual can be deweloped. Without it [character], paticulardy in the

military profession, failure in peace,disaser in war or, at best, mediocrity
in both results.(1993:Block 5-1)

The Acadeny has stated time ard time agan how important character is. Coonel
Alexarder developed a pot paperertitled “‘Character Dewvelopment Program,” dated 5
April 1994,which sates“Linking up wth the retional character educaibn movement has
beenvalualde both to the Acadeny ard to other organzaions.” He thenlists the agercies
that have saught out the Air Force Acaderny’s asstarce. At that time theseagerties
included: the US Jusice Depatment, the Assstart Secretary of Defense for Personnel
ard Readiess,the SAF Gereral Courcil, the CSAF Gereral Courcil, Naval Acadeny,

AU Commandant/Provost, ROTC, SOS, and OTS.
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The Acadeny alsotaught a nodel on the etical decsion-making process. The model
depcts that as ethical problems arise, se\eral forces ae atwork that influerce decions
being made. These samforces hat influerce ehical decsions, also influerce character.
Accarding to the Unted Sates Ar Force Acadeny Professonal Development Program
they include bws, orders, ard regulations, basic netional values, tradtional Air Force
values, spiritud, unit operating values, your values, institutional pressures, and a world
view (1993:Bbck 6-5). The iritual force receved the largeg explamation of ary of these
forces. In explaining this force, the guide states:

The significance of spiritud influences and values in shaping maal and
ethical preceps appeaed ealy in AmericanHistory whenthe writers of the
Dechration of Indepenlerce afirmed that “al men are created equdl ard
are emowed ly their creabr with cetain umalienable nghts. . . .7
Prominent in the shaping of fundamental moral values in our society has
beenthe influerce d the JudeeChristian heritage. This rich ard diverse
heritage affirms in many ways that human beings are moral persons
respansible for their own decsions ard behavior ard that they are dbliged

to concem thenseles alout the wel-being of other peisons ard to respect
living creatures and the physical environmgdi993:Block 6-5)

Historical Mandatory Chapel
The importance of the spiritud dimension to the Academy is appaent from its

religious program, and mae secificaly its mandaory chapd padicy. The following
excelpts are from the Annual Report of the Supeinterdert from two different years, 1966
ard 1970. Thee sample yeass captre the thoughts of the Supemterdert of the Acadeny
just prior to the decsion by the caurts that mandatory chapelwas unconstitutional. In
1966, the report stated:

It has keen proven based a long expelierce d history, that a vita

religious expeience is essential for men who assume the crudal

responsibility of the defense of the nation, where not only men’s lives, but
the wefare ard presevation of the Naton ard the nations of the world are
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at stake. The Jsion, the resources,ard the notivation of religiousfaith are
essential to the quality of leadership that is demanded of officers.

From its founding the Air Force Acadeny has followed te pdicy of
having every cadetattend Sunday Chapel In the case bfirst Classnen
they are ertouraged b atend ether chapel or religious sevices d their
chosen faith. The religiouspalicy is twofold: first to méeke it possible for a
cadetto dewelop his pesonal religious exelierce; ard secod, to acquat
the cadet with religious responsibilit ies inherent in the Air Force. Once he
has been swarn in as a cadet he acceps ard paticipates n this wel-
rounded pogram of leadeshp devlopmernt. The compulsay elenert is
comman to every aspect of this training in leadership—military, acadernr,
and spiritud. All of it is consdered so essential that none is left to the
discretion of the cade{1966:39)

These ag stong sttenerts that go beyond just the reedfor Air Force Acadeny
cades to receve this religious eyerierce, but rather for al men who will take on this
responsibility of defending the nation. The statement says that dl officers need this
religious expelierce in order to provide he quaity leadeshp denanded d them The
spiritud aspect was put on the same compulsory level as the other aspects of military and
academic training.

The 1970 eport also provided $rong suppat for its religious program. The report
stated:

An important objective of the Academy religious program is the
deelopmert of moral ard ehical sersitivities that emerge fom critical
reflecion of these values, without which a men is less pepaed ©

distinguish those important values.

Mandatory atendarce at scteduled Clapel Services § considered an
essential part of cadet trainin@l970:51)

This same report mentioned the initial events of what would eventudly lead to the
discontinuation of the mandatory chapel progrdnstated:
Early in 1969 he American Civil Liberties Union (ACLU) sought an

injunction aganst the mandatory chapel atendarce pdicies o the Urited
States Milit ary Academy and Annapolis which are smilar to those of the
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Air Force Acadery. At an ealy stage d the proceedngs, the ACLU
appled for a emporary restraining order aganst punshmert of cades ard
midshpmen refusng to atend chapel perding the autcome do the case.
The Dsstrict Court Judge dered he restraining order but wasreversed on
appeal by a treejudge pasl. Air Force Acadeny policy remains
uncharged perding the outcome of the cag. On 31 dly 1970 he US.
District Court rendered a dedon in favor of the Deendart, DOD. It is
expected that the ACLU will take the case to the Appdlate Court for
review. (1970:52)

Referring to the decade fothe Sxties, Scharlemams statenrert in the claphkin
historical docunments ako confirmed these eports, “Compulsay chapel atendarce at all
sevice acaderres kecane a najor issue dung the cbsing yeas d the decade”
(1971:214) The issue that Scharlemam is referring to is whether or not to continue the
policy of mandatory chapel.

The United States Military Academy’'s (West Point) Annuad Report of the
Supeilnterdert also provides sone important historical documentation conceming this
time peaiod. It is even more telling in a sense that a brief longitudinal review can be made
for a number of years over the time petiod from 1969 b 1974. As some of the following
yeass piwovide repettive information from the prevous year, only portions that are
considered rew ard relevant are piovided or eachyear. For the year covering July 1969
to June 1970, the report stated the following on the subject of religion:

Attendarce at chapel remains a pat of a cadéts training in character
dewelopmert, ard no cadetis exenpt. Each cadetmust attend either the
Cadet Chape| Catholic Chapel or Jewsh Chapel sevice eachSunday
accading to amounced schdules. He nay alo attend specal
derominational sevicesin addtion to his regular chapelsewice. There ae
many voluntary activities in which a cade may participate, including
morning worship service, ewering religious discussion groups chapel
choirs, acdyte squads,weekeml religious etreas, ard the West Point

Sunday School staff. All of these agvities caitribute significartly to the
development of character in the Corps of Cadgt870:32)
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This statemert makes t real clearthat religious training was &t to be very important
inthe character developmert of cades. Another interesting obsewvation is that during this
time frame the Acadeny only had accaenmodatons for Christian ard Jewsh worship
services. This is understandable, however, as this captured the vast mgority of the
population during this time.

The following year, 1971, the report stated:

The United States Military Academy acceps respansibility for the total
development of cadeis—mental, physical, military, and maa. Training
essetia to developmert in eachof these agas $ therefore scleduled o a
compulsory basis. Since 1821 copulsory chapel atendarce tas beena
vehicle for the presemation of training essetia to the noral development
of our cadets. The basis for such training sems from the vast responsibilit y
that a canmissoned dficer must assure to the men under his command.
He nust be prepaed rot only to lead hemin battle, but anong a myriad of

other responsbilities, to understand their religious background and, on
occasion, render appropriate spiritual guidance. (1971:37)

Thesestatemerts confirm previous satenerts provided n the historical reports o the
Air Force Acadeny. Moral dewlopmert, as g@posed b what the Air Force Acadeny
refers to as spiritud, was a compulsory eement along with mental, physical, and military
dewelopmert. Not only was chapel atendarce conpulsory, but it had beensnce 1821.
The West Point report also gives the sane rationale for the importance of this moral
development. Again, the argunent is implicitly made that al officers, not just West Point
graduaes, will incur great responshilities to lead men and therefore need this
dewelopmert. These dficers wee expeced b understand different religious backgounds
so that he could provide spiritual guidance when needed.

This patticular amual report also discussed e caurt challenges hat were taking

place duing this time ard same of the clarges hat were being implemented at West Point
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as a resuk. This report also discussedhat for the first time a clarge had been made
conceming mandatory attendarce. Under cettain situations cades cauld be excused fom
attendarce. It was nteresting to obsewne, howewer, that during this time peiiod, evenif a
cadetreceved pemisson from the Supeinterdert to be excused duea his personal
convictions, he was 4ill required to attend a discussion where religious background and
beliefs were taught. This wasdone so that the cadetwould urderstand these leliefs ard
the sddiers' respecive reeds oce he cadetecane anofficeramd was espmsible o lead
men.
The following year, 1972, the report stated:

On 30 dure 1972 te Unted Sates Court of Appeas for the District of

Columbia circuit reversed he District court’s decsion to uplold

compulsay chapel This case wasamanded b the District Court for the

ertry of anappopriate ader. No suchorder has beenissuedamd USMA,

with authority of the Department of Defense, will continue compulsory

chapel urtil further notice. Mearwhile, USMA is studying tentative
solutions in the event that a permanent injunction is served. (1972:37)

It is interesting to obsewne that evenatter the Unted Sates Caurt of Appeas reversed
the District court’s previous decsion to uplold canpulsay chape| the Unted Sates
Milit ary Academy did not immediately end the mandatory policy until an appropriate order
was issued. It appears from the above citation that the Military Academy continued
studying possble sdutions ‘if,” or as te ctation says, “in the evert,” that a pemaren
injunction was served. There is no indication based on these satements that the Milit ary
Acadeny in ary way agreedwith this ruling that reversed he prevous decsion which
alowed mandaory chapd to continue The Military Academy gppeared to meely be

preparing for the necessary changes should the ruling not go their way.
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The fllowing year, 1973, the report dated that the Supene Court ruled that
mandatory chapel was unconstitutional:

...Howewer, as a esut of a Supreme Court decsion amounced in
Decenber 1972,the chapelprogram at the Milit ary Academy was required
to be made voluntary in nature. Even though the clapelprogram is now
voluntary, the Academy's responsbility for the moral development of
cadds, remans the same Its mehods of fulfillin g the religious needs of
cades have beenadusted, as appopriate, to comply with the caurt ruling.
Specficaly, the Acadeny’'s new program has been desgned b be a
positive one, one in keepng with the sprit of the Caurt’s decision ard not
justits letter. As such cadetreligious acivities, to include atendarce at
chapelsewices as welas paticipation by cades aschoir members, usters,
acdytes, ard Sunday School teaclers, now are ertirely volurtary.
(1973:37)

This annual report continued by stating:

In further discharging its obligation for the religious moral and ethical
training of cades, the Acadeny is stressng intellectual stimulation of
cades rather than formal training. A primary mears d accanplishing this
intellectual stmulation has keen acive dscussins ketween cades ard
chaplains as well as guest speakers.

The task o ercouragng cade$s to paticipat in volurtary religious
actvities has keenleft largely to the Acadeny’s ctapkins ard to cades ard
officers who take an active interest in religious activities. Additionaly,
cadet commanders are execed © play a paitive role in ercouragng
cades to patticipate in religious acivities ard to setthe exanple by their
own participation.(1973:38)

Evenatter the Decerber 1972 fnal ruling which wert aganst the Milit ary Academy’s
policy of mandabory chapelatendarce am mede the clapelprogram volurtary in nature,
the Academy continued to gress that their responsibility for the moral development of
cades, remained he sam. Theyjusthad to go alout it by a diferent mears. Some could
well arguethat mandatory chapelwas ot the best pdlicy or appoachto ercourage cadet
to be involved wih, lean alout ard appecite reigious leliefs. What would be a much

harder, pethaps impossble, argunernt to make is that the Acadenes rever saw the
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importance of religion in the development of their cades, for this truth is well
documented.

Interestingly, in the following year, 1974,the report has no discussion of its religion
program at all (1974)No reports for the following years were reviewed.

As canbe seen over just this five year petiod, a r@pid charge was aking place. As
canalso be seenthe Acadenes wee not the initiators of the charge nor did they seem
too interested @ in ageenert that the charge wauld be beneficial to their overall program
to build character into their cadets.

According to Andrus:

Whenthe courts did awaywith compulsary religious sevices,there wee
visions d the famous bBndmark chapel becaming a nausdeum Church
attendarce, ater a emporary declne, has recovered a sulbtantial part of
the Cadet Wing. Beyond that, the services, being vauntary, have a higher

degeeof cadetpaticipaion and steer joyfulnes[s] than was eer the case
when cadets were marched to church. (1979:22)

Summary

This chapier providesaddtional suppating meterial conceming several of the curent
organzatons, ard on-going initiatives am pdicies at the Urited Sates Ar Force
Acadeny. Information is also provided canceming historical initiatives atthe Acadeny.
The importance of deweloping character is so paamount at the Acadeny that it has
deweloped ts ovn Certer for Character Developmert. The Ceter is composed of three
divisions which share the responsibilit y of inculcating character into the acaderny’'s cadet.
Two of the three dvisions wee addessedn this chapter: USAFA Honor ard Honor
Educaton Division ard USAFA Character Dewvelopment ard Ethics Dvision. Additional

citations from the cadet caursewak were also provided. Lastly, discussin conceming
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the Acadeny's pasition on the importance d spritual development when trying to
inculcate valuesard character wasprovided. As anexanple d this historical importance
that the Acadeny has phced o sprituaity is the mportance d mandawry chapel A
brief synopss of the last several years of this pdicy was provided. The Air Force
Acadeny then represeits a viade starting pant for the ewlution of the curent Core
Values initiative into a continuing character development program. Not only did the
current Core Values erarate atthe Acadeny, but also the Acadeny cleaty represers a
leadermodel in the training and developmert of characer. How the eforts o the Arr
Force Academy are appropriate and will be utilized within the rest of the Air Force

deserves the discussion of our leaders.
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Chapter 7

Analysis and Findings

Chapter Overview

This chapter briefly addesses eaclf the four reseach quesions based he daia
previoudy identified and discussed. It summaizes the key similarities and differences
found in arsweing reseach queston three am recanmends aeas equiring further
clarification based upon these differences.

Specal attention was paced o the anourt the initiatives enphaseed he importance
of character development ard the role of the clapkin over time. Table 8 providesa

summary of this analysis.

Research Question 1

What initiative directly preceded the current Air Force Core Values initiative?

The curent initiative was direcly preceded ¥ the 1993 Core Values Program.
Gerera Fogleman also recaynized this geresis in his ediorial in the Air Force Times on
Core Vaues. The Core Values Program was initiated under Genera McPeak the then
Chief of Staff, USAF, as pat of his qudity initiative. This Program had six core values,

severa of which are smilar to our three values espoused in the current Air Force initiative.
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No docurentation was dertified tat indicated is termination ard it was confirmed
through the interviews that such documentation probably does not exist.

Its continuing success command wide was only marginal & best. A general indication
of this was te feedlack fom many of the interviewed sarces ad the addiional
personnel who were contacied whle the reseach effort was am-going who were not
awae that suchan initiative ever exsted. Another indication that the program was not
communicated \very wel was ndicated Lty the difficulty the author had in finding anyone
who had o ewen knew o where dacumentation conceming the initiative could be
obtained.

Ore sairce cbse 0 the Cae Values FPogram descibed how the piogram just
“fizzled?” It was specated that this occured shce te effort never truly becane
institutionalized becauseno one was asked aiut the program’'s piogress o were held
accaurntable o report suchresulks. This reseach effort may very wel contain the most

available documentation on the 1993 Program.

Research Question 2

What other Air Force initiativegprogramgefforts related to valuesand chaacter
developmenhave been conductedhe® initiatives could include any pmvious Air
Force efort that isfocued on sich isuesas character, morals, values and ethicsas
opposed to dealing with improving intelligence, skills, knowledge or competency.

Four other historical initiatives, in addtion to the 1993 @re Values Program, were
idertified through this reseach that have ties b the curent Core Values nitiative ard ae
therefore relevant to this discussion. These nitiatives included he 1948 @aracter
Guidarce Pogram, the 1957 Dyamics of Moral Leadeship Program, the 1961 Moral

Leadeship Program, the 1974 Alult Values Educaton (AVE) Program, which also
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included a peod where “Values Chrificaion” was augh. As referenced alove, these
initiatives wee idertified trrough chapkin historical docunrentation, as he crapkins were
primary players in these programs.

A brief sunmary of eachinitiative is provided n Chapter V of this study. Ore d the
most interesting ard suprising obsewnations that was nade was lhat a ckear lineagewas
found to exst betweenthese aluesrelated initiatives shce he creaion of the Air Force.
In every case the chaphin historical daia neaty tied eacltprecedng program to the rext.
No overlap wasidertified to exst betweenthese mitiatives. When one erded, the rext
one immediately replacedit. This was gesraly urknown to the many experts wio were
knowledgealbe on the respecive initiative that they were involved wih, but had little to no
expetierce conceming the aher initiatives. Additional findings caxceming these Instorical

initiatives are referenced throughout the remaining discussion.

Research Question 3

How are thesg initiativessmilar to and diferent from the curent Air Force Core Values
initiative?

McPeak's Core Values Program has several similarities and adso a number of
significant differences to that of the Air Force’s current Core Values initiative.
Table 8 provides a sumary of the various nitiatives tased upao the seécted

attributes.

Similarities
The gmilarities included both had senior Air Force leadership suppat; senior

leadeshp idertified wrat the spedic cae values henseles wee in both initiatives; both
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dewelopeda “Blue Book” equivalent which wasdistributed Air Force wide asa gude D
the respective values that Air Force mambers must adhere to; both had a smilar strategy
asto how the values taining stould be conducted throughout the Air Force; ard, both
initiatives applied to al Air Force pasonne. So from a top-down pespective, both
initiatives followed a dmilar development and implementation plan. Concerning the
strategy as to how the values training should be conduded throughout the Air Force, both
taught that commanders should utilize *natural ervironmerts’ or opportunities to remind
or open up discusn conceming the Cae Values. Exanples d such opportunities

include during briefings, performance appraisals and through mentoring.

Differences

While minor differencescan be seenfrom Table 8, the nore important differences
include he rle of the clapkin, the enphass on characier dewopmernt versus ixing
organzatons first, the anount of spritual enphass, the tone of the assoiated parphlet

ard suppating meaterial, ard the kesis or foundaion upan which the valuesare founded.
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Table 8. Summary of Key Differences Between the Initiatives

1997 Core Values
Initiative

1993 Core Values
Initiative

Other Air Force

Values-Related Initiative

Air Force Academy
Initiatives

Intentof Initiative

To identify the piice of
admisson to the Air
Force; to point to what
IS unversa and
uncharging in  the
professon of arms;, to
help us get a fix on the
ethical climate of the
orgarizaion; to sewe as
beacas vecioring us
back to the pah of
professonal  conduct
the Core Values dbow us
to transform a climate of
corrosion into a climate
of ethica commitment.

To provide a framewark
for individuak to apply
core values to
pefformance of their
duties. To dewlop
officers ard leades with
integrity ard sound moral
character

Character Guidarce aml
Moral Leadeshp training
of officers ard enisted
personnel.

“Helping make character
certral to the developmert
of tomorrow’s military
leaders”

First task is to fix

organizations

Ultimately  responsible | Ultimately responsible for | Ultimately responsible for | Ultimately responsible for
Commander for the success fothe|the success f© the|the success f© the|the success D the

initiatives initiatives initiatives initiatives

(Commanders (Commander responsible | (Typically commanders

responsible to pasonally | to identify the “whats’ | delegated  responsbility

brief ther immediate | ard “whys’ of the| down to the chaplains)

sulordinates. This | initiative)

cannot be delegated)
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Table 8—Continued

Attribute 1997 Core Values 1993 Core Values Other Air Force Air Force Academy
Initiative Initiative Values-Related Initiatives Initiatives

Role of the Chaplain | Advisor to the | Advisor to the | Advisor to the | Advisor to the
Commander Commander Commeander on maters of | Commander
(Does ot compete with | (Chaplains responsible to | religion, morals, and| (An active member in
chapel programs. | teach amd explain the | morale these initiatives.  Other
Chaplains involved in| how’s of the initiative) (Primary participant) members include
their own programs, no represenmatives from
gpecific  role in  this acaderits, athletics, ard
initiative) military training)

Audience All Air Force Personnell All Air Force Personnel | Mixed Across Initiatives Air Force Academy

(including civilians and |  (including civilians and Mostly, officers and Cadets
contractors) contractors) enlisted personnel

Cerntraized o Decentralized, with The Most Decentralized Mostly Centralized Centralized

Decentralized several exceptions

Communication Web Access Traditional Traditional Traditional

Media

Authors of Pamphlet AETC & Air Force AETC/HC Chaplains, specifically | Chaplains, also working

ard Suppating | Academy Philosophy (Chaplain Office) AFPCH with individuals concerne

Material Department AETC/QI with military training and

(Process Owners) (Quality Office) academics

Amount of Substantial Limited Unknown Substantial

Supporting Material
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Table 8—Continued

U7

Types of Suppating Quotes Quotes Brochures and Lectures Quotes
Material ard Enlistment Oath Honor Oath
Rationale in Pamphle Commissioning Oath Commissioning Oath
United States Air Force United State Air Force
Vision Vision
The AETC Role Mission of the Academy
Declaration of Pamphlets on Academy’
Independence Curriculum and Honor
Preamble to the System
Constitution
Emphasis m No Yes Yes Yes
Character
Development
Emphasis on Fixing Yes No No No
Organizations
Spiritual Emphasis Very Little Indirect but more than Relatively High Very High
1997 Core Values
Initiative
Tone of Assciated Directive Suggestive Unknown Directive

Pamphlet ard
Supporting Material

Basis

Emphasis on Functiona
with Little Ethical

Functional and Ethical

Functional and Ethical

Functional and Ethical

Supporting
Role/Advisor to the
Commander on
Initiative

“Gurus”—Individuals
from any Specialty—
Mainly Quality and
Personnel Background

5

Chaplains,
Social Action Officers,
Quality Office Personnel

Chaplain

Chaplains among othery

Number of Values

3

6

Not Applicable
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It is important to remind the readerthat of the skteenatributes tat were idertified n
Chapter 11, maost of the findings will fo cus on the emphasis that eachinitiative places o
character development, the role of the crapkin actosseachinitiative, the enphass that is
placed @ the spritual dimension in efforts wrere character developmert is being sough,
ard the lesis that is provided br the respecive values. In aneffort to addess eaclof the
attributes, the following analysis will only provide a top level assessment. The attributes
relating to the enphask on character dewelopmert ard the role of the chapkin are the
subject of research question number four.

Stated Intent/Purpose of the Initiative. Asidertified almve in Table 8,the focus d
eachinitiative is very different. The focuson the 1997initiative is, to idertify the price of
admssbn to the Air Force;to paint to what is unversalard urcharging in the piofesson
of ams to help us gda a fix on the ethical climate of the organization; to serve as
beacans vectoring us fack © the pah of professonal conduct the Core Valuesallow us
to transform aclimate of corrosion into a climate of ethical commitment. Under the eighth
assumption the pamphlet also states that “our first task is to fix organizations.”

The 1993 Pogram’s focuswason helping individuak perform their duties ard asthe
Squadon Officer School training teacles,“To dewelop officers ard leades with integrity
ard saund mora character.” Other previous hitiatives ako focused rost of their atention
on providing character guidarce am noral teachngs o the troops. As a netter of fact,
no other Air Force nitiative was bund that placed is enphask on the argarizaton; they
have always been centered on people.

Role of the Commander and Chaplain. Another interesting and somewhat

misunderstood finding thet this research uncovered was related to the role of the
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commander. Some of the people interviewed as well as some of the documentation read
suggesed that the responsibility of the respective initiatives went back and forth from the
commanderto the chapkin. Thisis“tecmicaly” not the case.lt is true tat in seweral of
the nitiatives, the claplkin was e piimary resaurce both deweloping and preseiing the
material of the respecive nitiative, where in other more recen initiatives the
commanders involvement has been enphaszed nore as citical  Where this
understanding is wrong is some individuds misunderstand the fact that the commander
had dways been ultimately responsible for such initiatives. He or she had merely
ddegated responsihility to the chaplain to assist in morals, character, and values education.
As eally as 1948, the Air Force deined the function of the clapkin as follows: “A
chaplain in the Air Force is primarily a minister of religion, and as such is the advisor to
the canmanding officer on al matters peitaining to the religious Ife, morals, ard character
building factors within a given command” (Jorgersen 1961:62) Jorgersen made t clear
that Air Force Regulaton 1653 dated the ulimate responsibility rested with the
commanders. What has heppered over time is that this role has in many cases éenover
or under dekgated. Evenin the 1993 ©re ValuesProgram the clapkin wasintendedto
play anintegral pat in explaining the “hows,” where the commander wasrespasible for
providing the “Whats’ ard “whys.” Newertheless, the 1993 pogram did kring a reducion
to the clapkins’ overal involvemert. This involvemert wastotally replacedin the curent
Air Force initiative by the gurus.

Audience The early Air Force initiatives were directed to dl Air Force military
personnel. There was no mention of whether these initiatives applied to government

employed civilians. Even up to the 1957 Dynamics of Moral Leadeship Program al
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erlisted ard al officers through the rank of lieuterart coonel were required to attend
thee lecures Amongd growing oppasition in the 1960s chargeswere made that only
required those in basic training, techical school, officer cardidate sclool ard WAF
instruction to continue taking this type of training.

The two most recen Air Force nitiatives have charged his pdlicy to require al Air
Force pasonnel to paticipate in training. However, no training for the civilians in the
1993program could be idertified. The nost recen initiative even explicitly satesthat the
Core Values dso applies to civilians and contractors. Unfortunately, no other information
relating to either group is addressed below that statement.

Future reseach could be conducted in this area b deermine who the appopriate
auderceis that ought to be targeted. Based o sewera of the qudations povided n this
study, it gppears that minimaly all officers and other leaders who will have the
responsibility of leading men and women need to have srong maa character. This is
certainly emphasized at the Air force Academy.

Centralized or Deceriralized. This atribute relates to the degree to which
personnel under a paticular initiative mug follow a sardard set of proceduesor report
to a respecive office conceming how well the initiative has keenimplemented a pethaps
show data that ensures compliance with a respecive pdicy. An exanple o this is where
organizations check attendance numbers to ensure everyone has received the information.

Earlier initiatives wee more certralized n that they had a paticular point of contact,
the chaplin, who dewloped all of the respecive training that would be provided aul
could provide bllow-on assstarce wrere requesed. Mary of these initiatives also

required mandatry attendarce where numbers wee kept ard tracked. The Acadeny is
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the nost certralized n that it requires its stidens o adlere to a speciic code. A
structure is in place o erforce his code when inciderts occur that require it. This
includes related disciplinary actions.

The previous wo initiatives ae nore decetralized hat the eatier initiatives. The
1993 Rogram is epechally decetralized, some would aigue b the point that it “fizzled”
due b lack d anaccaintability and structure upan which to report successill progress
that had beenmade. The 1997 nitiative also leawes the implementation srategy up ©
eachrespecive commander, although it uses mch firmer language wkn explaining the
possible deviations, or lack thereof, that can be made in this initiative.

The assessent that the curent initiative is relatively decetralized & consistent ard in
alignmert with the stategy to have al commanders dewlop their own plan The primary
two individuds currently working the current initiative and training al of the gurus across
eachcommand do not have time to be the expett for every orgarnization. This is cettainly
not to imply that they cannot be of assistance to those with questions, as they do the best
they can given a time constraint.

Communication Media. Each of the initiatives used rtadtional mears, such as
panphlets, brochures am kriefings © communicaie recessar information. The ngjor
difference here is that the latest Core Values nitiative has accessat a resource that the
prevous hitiatives dd not, the Internet The curent initiative has a website that anyone
with accesgo the Internet canreview. It is hoped hat through this resource, interested
individuak can be kept better informed as ¢ ary charges hat may take phce.
Addtionaly, the Internet and availability of electronic mal (E-mail) offers tremendous

opportunity for facilitational discussion on the Core Values initiative.
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Authors of Supporting Materials. This attribute slows a ckar difference ketween
all prevous \aluesrelated initiatives amd the nost current Core Valuesinitiative. In each
initiative, excluding the most recert, the chapkin had beenrespasible for deweoping the
suppating docunentation for the ftraining that was provided. This included loth
deweloping lecturesard deeloping the panphlet that would be distributed. This includes
the 1993 Core Values Program.

The current Air Force Core Vaues initiative departed from this history. Individuds
from the United Sates Ar Force Acadeny’'s Fhilosgphy Depatment ard from Air
Educaton ard Training Cammand wele respasible for gahering the thoughts from senor
leadeshp ard deeloping the United StatesAir Force Gre ValuesPamphletthat we use
today.

What is significart alout this is that depenling upa the pespecive of the authors of
the suppating materials, anertirely different “dant” can be placed @ the dacument. For
exanple, the clapkins ae probady more likely to incorporate more references to
“spiritual aspecs” within sucha daument than other auhors wauld. In this case,the
emphasis on the spiritud aspect is dmost non-existent in the current initiative. This
enphass appeas © run counter to what the Acadeny does n its internal programs.
Addtionally, based upon sewra interviews at the Acadeny, others prefered nore
spiritual emphasis.

Amount of Supporting Material. This atribute is perhaps less important snce the
relationship does not necessarily exist that more is better. It does, however, provide an
indicaor of how wel the initiative has keen communicated a explained. The curmrent

initiative providesa great dealmore information than canbe found canceming the 1993
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program or ary other previous Air Force nitiative since he creaton of the Air Force. It is
possble that duiing the ealier times, whenthe other initiatives were being conducted, that
a large anount of suppating meterial was available conceming eachrespecive initiative
but if thatistrue t is no longer eadly obtainade. Evendocumentation on the recert 1993
initiative under General McPeak was extremely hard to oltain. Even after talking with the
Chief of Staff’ s office, history offices, and maiy other individuds, no daa was found.
Evertualy, a lkead fom a clapkin led the auhor to contactanAir Force Reseve chapkin
who had prevous expelierce wih the program. The dai@a discussed in this study
concerning the 1993 program came primarily from his personal files.

The curent initiative has a well deweloped achitecture ard very thorough Guru’s
Guideto help the idertified asstarts to the canmander. The United StatesAir Force
Core Vdues Pamphlet also contains same very explicit guidarce coxceming what is
expected of Air Force personnel and why we have such a program.

The Air Force Acadeny alko has a suBantial anount material conceming its
programs, curriculum and codes.

Types of Supporting Material and Rationale in Pamphlet. Another aspectof the
suppating docurrentation is its contert ard the diferent typesof suppating meterial ard
rationale provided n the daocumentation. Although each of the mitiatives piovide
suppating quatations ard the defnitions of key terms, the smilarities essentially end
there. The dacunentation from the Acadeny’s Ceter for Character Developmert ard the
1993 Qre Values Program continue © follow a very smilar format. Both include
references o related documents suchas canmissoning oaths, the Urited Sates Ar Force

Vision and missbn of eachrespecive aganzaion. Both documents tie the sulpect of
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core values b the vision ard missbn of anorgarizaion. Accading to the Foundations
For Quality: Air Force Core Values panphlet, “core values ae the bedrock foundaion

upon which a truly qudity Air Force is built” (1). The FoundationsFor Quality: Air

Force Core Vdluespanphlet also contains references o addtional docunents suchas e

Dechration of Indepenlerce ard the Preanble o the Canstitution. As such more

reminders are provided of the serious purpose of the military profession and the role in

defending the Constitution.

Emphags on Character Devebpment. This attribute is the mast important in this
thess. The enphass on character deelopmert, or lack hered, within the initiatives hes
beensuppated in previous chapters to be criticaly important in these type d values
related initiatives. One of the mgor differences between the initiatives is the overriding
purpose hat almost ewety initiative had, to improve the character of Air Force personnel.
The single exception to this is the current Air Force initiative.

The current initiative recognizes “that some character development probably will take
place n the wake & our efforts o weawe the Cae Values nto all educaion ard
operations, but that will be a happy by-produd and not a srategic goal” (Air Force Cae
Values—@iru’'s Quide, Chapter VI:3). This goes aganst many of the other previous
initiatives whose pimary goal has beento improve character. It also certainly goes
directy aganst the phlosgphies o Dr. Demng ard Dr. Covey who stress hat it is critical
to first fix the individud before you can expect improvements in the organization to be
made. Additionally, no explaration is provided as @ why characier dewelopment is so

critical at the Air Force Academy but not throughout the Air Force.
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The kesic premise that is made n the curent initiative that “presuppases that our
pemle are gaod akeady” (Air Force Cae Vdues—@iru's Quide, Chapter VI:3), is not
consistent with the findings d the Jseplson study that indicae we have a growing
problem. This dtatement minimaly merits further cdarification and mae likely re-
assessment.

Emphags on Fxing Organization. The aly initiative that enphasized fxing the
organization is the current Core Vaue initiative. No other reference was found in any of
the other initiatives related to fixing arganizations Several well renowned authors, Dr.
Deming ard Dr. Covey, recaynized hat orgarizations could be fixed; howewer, only after
the argarizaton’'s pe@le had been“fixed” Dr. Demning believed this, since pele are the
ones who make the organization’s policies and procedures in the first place.

Even the documentation on the initiative itself (The Unied Sates Ar Force Core
Values Pamphlet ard the Guru’s Guidg provide mixed sgnal in terms of an individuds
role in attaining our Core Values to the organization's role. On the one hand the Guru’s
Guidestatesthat, “Only human beings canrecagnize aml follow values” anl then seeral
serterces &ter the Guru’s Guide that even though same of the viewpants “hint at the
assumgtion that the Core Vaues initiative ams at fixing people by engineering the
organzation’s cukure. Nothing cauld be further from the truth” (Air Force Cae
Values—@iru’'s Quide, Chapter VI1:3). This gppaent inconsistency aso merits further
clarification and more likely reassessment.

Spiritual Emphags. This attribute becomes important based on the writings of
previoudy referenced individuds who have sated that the spiritua dimension is important

when trying to inculcate values trough a claracier developmert program. As might be
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expeced since the curent Air Force Core Values nitiative states that character
development is not a gaal, practically no reference is made to religious or spiritud aspects
with the excepion of suchstatenmeris as ‘fegadless & our religious views, [we] must
recagnizetheir functional importance ard accepthemfor that reasm” ( The United States
Air Force Core Values Pamph)etThis is not the case in the other initiatives.

As mentioned above, different initiatives included references to different documents
when explaining the Core Values The Air Force Acadeny ard the 1993 @re Values
Program both includethe commissoning cath. Other documents that are ako referenced
by one d the wo docunents includethe eristmert oath, the Dechlration of Indepenlerce
ard the Honor Oath. Inthe case bthe three @ths, eacherds wih the chuse,“So help
me God.” A portion of the Dechration of Indepemerce that is includedin the 1993
panphlet states ‘that al men are creaed equalthat they are emdowed Ly their Creabr
with cettain uralienable Rghts....” The Air Force Acadeny idertified the importance of
spritual values ad beliefs as ame o their Character Developmert Outcomes ard
developed a separate strategic plan to help accomplish this outcome.

Previous historical initiatives aso alowed the chaplains the oppartunties to
communicate moral and religious teachings as was their function.

Tone of Assodated Pamphlet and Supporting Material. This difference dead
with the overall aspectof how strongly eachinitiative was nandated. What wasthe tone
of eachinitiative, was it direcive a suggesive? The most recert initiative had the
strongest directive approach among the initiativ@se such statement was:

It should dways be remembered that this is not a values clarification

exercise. The Secretary ard Chef of Staff have clarified the Core Values
for us The pupose of thes directed discussions is for studerts to
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discover the relevance and importance of the Air Force Coe Values.
Ther are correctanswers, and thoe ansvers are found in the & Force
Core Values (Guru’s Guide Appendix 3:4)

Other statenernts were provided tat slowed the drecive reture of the initiative.
Discussns an how the values #ll us te pice d admssbon to the Air Force tsef ard that
if we camot live up b these @ues we ped b sepaate from the sewice or that the Little
Blue Bookis the final authority to al dispuks,al provide exanples d the drectve rature
of the initiative.

It was made clear, however, in the four-day guru training session, that this initiative is
not trying to dange people, but rather identify the important values of the Air Force that
Air Force pesonnel need b maintain. Stated arother way, the Air Force wasnot trying
to charge pe@le, but rather the Air Force ally warts o enploy individuak that aready
have or can accept these Core Values.

The tone of the pevious Rogram was nuch “softer.” There were statermerts within
the Foundationsfor Quality: Air Force Cae Vdues panphlet that made t clear that
“Valuescamot be imposed” (19). Other statenmerts within this docurrent include, “We
hope you will use it to work through the process of thinking about and developing a plan
for more effectvely living core valuesasa nmember of the United Sates Ar Force” (1)
ard urderthe canclusion secton, “We ercourage yu to take time to think serously atout
what you have been presented here, discuss it with your friends and associates,...” (20).

Attendarce atprevious Ar Force \eluesrelated initiatives (gererally lectures) was
mandatory, ard therefore directive, for aimost al personnel up © 1966 wken charges

were made that charged the requirements so that only personnel in basic training,

165



tecical sclools, the dficer cardidat school, ard WAF instruction were mandated to
attend.

The pdicies atthe Air Force Acadeny are wery direcive in nature. The Honor
Systemard Honor Code are fully explained to al cades sothat they understand what is
required of them as well as the enforcement process.

BassFoundation of Respective Chosn Values. The kgges$ difference n this
attribute is that the stategy for the curent Core Valuesinitiative placesmore enphasi on
whether a value “functionally” works thanwhether it is anethical value, one where there is
aright ard wrong. The stategy states hat it “attempts no explaration of the arigin of the
Values exeptto saythat al of us,regardless d our religious vVews, must recagnize their
functional importance aml accepthemfor that rease” (The Unied Sates Ar Force Core
Values Pamphlet). Thistype d statenert canquickly getthe attention of many who may
tie these values to a spiritud basis. The initiative certainly leaves the paossibility open that
the basis for these values is religious in nature but that is as far as it goes.

The aher initiatives, with the pcssble excepion of Values Caificaton, al had
posttive references o spritual aspect in same form or arother. With the possble
exception of the Air Force Acadeny, little dacunmentation was gatered fom ary of the
previous initiatives that explicitly tied the respective initiative to any firm basis or
foundaion. There wee implicit staterrerts throughout ard accading to interviews, the
chapkins wee known to share their beliefs in many of their lectures. In the caseof the
1993 Coe ValuesProgram, the clrapkins deweloped an were idertified to teachportions

of the training. There were also several references to God in their supporting material.
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The aher initiatives ako had chaplin involvemert ard much of the training involved
lessons in morals, character guidance and other spiritual related topics.

The hottom line is that even though the curent initiative cleaty awids he issue ©
suggesing what the tasis for the three dertified Core Valuesis, no docunentation from
any of the other initiatives explicitly identified its basis either. There were, however, more
referencesto ethical valuesard behavior in the aher initiatives. The 1993 @re Values
Program ard Jant Publicaion 1 both idertified noral courage as aimportant core value.
Joint Publication 1 ddines mora courage as the “willingress to sand up for what we
believe is right evenif that stard is unpopular or contrary to conventional wisdam” (Joint
Publications 1:11-2). This clearly is quite different from doing what you think works and is
“functional.” It ercourages stuliers to balance this functional peispecive with what they
believe is the right thing to do. In any other reference where this functional military
rationale was éund, there was ao docunmentation stating that the decsion should also be
ethical For exanple, conceming West Point’s Hanor systemit was cocludedthat “ Thus,
the Honor System hasitsrootsin ethical considerations and in practical military necessy”
(1948:23). The Air Force Acadeny documentation is alo very consistent in their
teaching that their cadets need to do the “right” thing, despite the cost.

This autor found no fault or shortcomings n explaining the functional importance of
ary of the respecive values,but where there wasconcem waswhere the curmrent initiative
relied exclusively on the functional rationale am other ethical consderations were not
sufiiciertly addessed. This was wlat was nconsistent with the other initiatives as they

provided more emphasis on this other ethical dimension.
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Supporting Role/Advisor to the Commande on Initiative. Up urtil the 1993
program, chaplkins wee almost exclusively respansible for advising the commander
conceming thes valuesrelated initiatives. The 1993 pogram began to diversify this
responsibilit y by adding additional functions such as socia actions officers and individuds
working with qudity initiatives. Throughout Air Force history, the commanders continue
to have full responsibility as they have aways had, but under the current initiative they
now rely on individuak other than the chapkins © advse them in the Core Values
initiative. These individuak are referred to as “gurus” The guus come from many
different functional areasof expettise, including individuak with qualty backgounds
personnel backgiounds ard many others. Chaplins canbe idertified as arorganzatons
guru, should anorgarizaton have a ctapkin and sochoose © idertify them but the fact
remains that chapkins do not continue © play the role that they have had over the past
fifty yeass. While the mpactof this charge lemains to be seen this fact providessuppat
guestioning the first assurmption identified in the United States Ar Force Core \dlues
Pamphlet stating that this initiative does not compete with Chapd programs While it is
true that other Chapelprograms continue aml have beenuraffected ty this initiative, in the
pastchapkins wauld have beenone o sewera primary players in suchan initiative that
deak with values ¢ Air Force pesonndl. It seems reasmalde to this autor that the
chapkins ae best “functionally” prepaed b teachthe sulject of vaues, paticulady
ethical values nvolving right ard wrong. We would not typicaly askfor arny volunteer
from an orgarizaton to come explain how best to desgn a weapa systtm On the
contrary, we wauld probaly ask for a qualfied individualwith anergineeiing backgound

to leadthis discussin ard provide what information they could from their professonal
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backgiound. Urtil recenly, the Air Force tad followed tis trerd canceming the teaching
of values. Also, by not including the chaplains in this initiative, the chaplains lose one of
their best opportunities to ke out in front of the people attempting to nculcate Air Force
personnel with the values that senior leadership has identified as important.

The Number of Values Idertified in Each Initiative. The dfference lere while
very cleardoes ot appearto be very significart. The prevous Program, under Gerera
McPesak, identified six Core Values, whereas the current initiative sreamlined these down
to three. There was o official rationale provided br this charge. Some believed that
limiting the Core Vaues to three was just an effort to assst in m&king it easier to
remember the Core Values. Regadlessof the true reasm, the charge fom six to three
doesnot appearto have ary significart impact on the iitiative. The tree Caoe Values
idertified canbe deined sobroadly that many other values ae erctompassed vihin them

as discussed is doneTihe United States Air Force Core Values Pamphlet

Research Question 4

What have thesrelated initiativesemphaied wth respect to chaacterdevelopment and
the role of the chaplain in conducting the respective training?

Emphasis on Character Development

In reference b character developmert, eachof the three exernal orgarizations, the
Covey Leadeshp Certer, the Character Educaton Partnership (CEP) ard the Joseplson
Institute of Ethics, believe that characier developmert is fundanertal. Quaations were
provided from several military heroes and commanding generals dso emphasizing the
importance d character in leades. The Air Force Acadeny also idertifies character as

“certral’ to tomorrow’s Air Force kades. With the pimary excepion of the curent
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initiative, al previous Air Force initiatives have at least implicitly attempted to improve the
character of Air Force pesonnel. As was stated prevously under reseach queston
number three, the stategy that the curent initiative is taking conceming fixing the
organzaton first, cetainly goes drecly aganst the phlosophies o Dr. Dening ard Dr.
Covey who stress that it is critical to first fix the individual before you can expect
improvements in the organization to be made.

Some might argue that the curent initiative is in realty also concemed with ard
making aneffort to improve the claracter of its pesonnel. This author would not argue
with this assessirt basedon all of the references hat are nede b how “we, the pegle’
need b acceptthese aues,realzing full wel that this initiative statesvery explicitly that
thisis not its intent. Another exanple d one o many statenerts that was nade hat could
confusesameone asto what the intent of the nitiative realy is, is the qude referenced
eatier that was made by Gereral Fogleman in the Air Force Times atticle. Gerera
Fogleman summaized the initiative by dating, “The bottom line is that our ongoing
effortsin the areas @ core values ae notivated by the degie to inculcaie sevice \alues n
our pele via anorgarized an systematic process lroughout their caress” (March 17,
1997:37) Ore cauld cetainly understand if someone ook this to meanwhat it seens to
say, that the Air Force is interested in inculcating values in its people, not organizations.

In summary, al previous nitiatives have enphasied he importance of character
dewelopmert. The curent initiative fits the desdption of character dewvelopmen used
throughout, but enphaseedfixing the aganzaion. This appeas o denand review by

the “process owners” of the current initiative and further clarified.
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Role of the Chaplain

With respect to the role of the chaplain, their utilization in initiatives such as this has
charged sgnificartly over time. Although their eaty direcion was céar, to act as
“advisor to the commanding officer on dl matters petaining to the religious life, morals,
ard character building factors within a gven command” (Jorgersen, 1961:62) what has
happered over time is that this role has in many cagsbeenover or urder dekgaied. The
role of the chaplain has essentially gone from developer and facilit ator of discussions and
lectures b not having a ole at al in the curent initiative. Basedon the docunmentation
reviewed,up urtil the 1993 pogram the chapkins were the pimary player in these values
related initiatives. Evenin 1993, the intent wasto continue © utilize the chaplins in a
supporting role.There is no identified role for the chaplain in the current initiative.

It is not the intent of this reseach to draw ary conclusions from that finding but
merely to identify it as a gnificart charge over time. No factual rationale wasidertified.
Others can provide further reseach as b why the clarging chapkin role or more

importantly, what the chaplain’s role ought to be.

Additional Findings

In addition to identifying the previous values-related initiatives and programs that
have exsted in the Air Force shce ts craion ard the assoiated dfferences ltween

these programs, this study also identifies a number of issues that need further clarification.

Areas Needing Further Clarification

It is important here to provide a reminder that was dso referenced to in Chapter II.

Sincethisreseachwas prmarily exploratory, many of the findings aml obsewations were
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classfied n the caegay of “needs dirther clarificaion.” It is important that the reader
not misinterpret the issuedifferences catgaized n the “needs tirther clanficaion”
category as being neutral. In redlity they may be very significant 1t must be remembered
thatit was rot the dojective o this reseach to make anassessert of which initiative was
best, rather just that a diference exsts. In most casesthe Core ValuesWorking Group
and the ArchConCom which were identified in Chapter 1V will be the groupsthat need to
assess and clarify these issues.

The areas needing further clarification that have been identified in this study include:

Should the Air Force place more emphass on making decisions based on them
being etical rather than just functional? The current initiative provides no
explaration of the origin the three dertified \aelues. It places e vast mgority of its
rationale for why we reed b acceptthese w@ues m the satenert that they are
functionally important in the military environment. While other sources have recognized
the need this functional need, they all also enphasie that decsions ako need b be
morally and ethically right.

Given that this effort is really interested in developing character, should not the
Air Force emphasze the gpiritual dimension in a postive way? Although the
initiative denesthat it has setthe gal of developing character, this study has provided
eviderce that indicates hat the initiative may realy be interested n developing character,
in somuchas nost of the references n the United Stated\ir Force Core \alues Ryamphet
are addressed towards a change in people, not organizations.

Given that the nitiative is interested n character developmert, there has beenmuch

written on the importance of not degrading the relevance of religion when teaching values.
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Who should this initiative include? And if the Air Force initiative is going to
include civilians ard contractors, how canthe Air Force bketter incorporate training
not in the current plan? Historicaly, the Air Force nandated that al personnel atend
these lecures ard programs. Then the Air Force kacked df that position ard only
required patticular individuak in training to atend. Today, the initiative agan is focused
on al Air Force employees, including civilians and contractors. If the Core Values are to
appy to all Air Force pesonnel, which seens reasmale to this autor, it would sexe the
Air Force b dewlop a nore involved phn as b how it plars to provide the necessar
training to all groups of individuals, including civilians and contractors.

The continuaion weave will allow civilians to become familiar with the Core Values
initiative if their chain-of-command follows through and civilians are dso pemitted and
even encouraged to pursue professiona military education (PME) where Core Values will
be taught, but in redlity few civilians attend PME and therefore the overal plan for
civilians does not appear adequae. This author found no daa providing evidence of any
planning for contractor training.

Should the initiative’s tone be directive or suggestive? Quite a diference exsted
between the two most recent initiatives. The 1993 Core Values Program was very
suggesive in nature ard ercouraged Ar Force personnel to consider the information that
had beenpresened. It also stated anl worked urder the pemse that “values canot be
imposed” The curent Core Values nitiative is very direcive in nature. It statesthat all
Air Force personnel mug acceptthes valuesor eke it is suggesed hat they should find a

different profession in which to work.
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Given that our sciety gererally believes that senor leadeship needs ¢ idertify what
IS important to an organization, like its vision, mission, and core values, where is the line
drawn to how they then require accepéince \ersus stive to receve buy-in from the
employees.

Why doesnot the Air Force use the Air Force Acacemy as the benchmark or
lead the force example? Isthere a bgical explaration why the Air Force Fas not adgted
more of the appioactes aud pdicies d the Air Force Acadeny, espeally since he three
Core Values lave beenadmted by the Arr Force as a wble. The lessas provided
throughout their curriculum on the sulpect of character developmernt is probaly the phce
to stat. The Acadeny has dewoped eight outcomes to measue their successin
deweloping character anongstit cades. Althoughthese dad ard the relationship between
cades aml the remainder of Air Force pesonnel needto be appiopriately filtered, the
Academy seems like an appropriate organization as a baseline for lessons learned.

How will the Air Force know when it has achievedits goal? In other words,
how will values be measured? This is an important question for any initiative. Granted,
measuring an improvement in an individud’' s values or an organization's values seems
even more difficult than other measuenerts. To ewen esgblish an original baseine o
what the values of an organization are seems equally difficult.

Isthe badc premisethat is madein the current initiative that “pr esupposes that
our peopk are good ateady” valid? Some would argue hat this premise s flawed. If
it is true, we pobaldy do not need b focus air atention on character deweopmert.
Simply fixing the arganzaion’s piocesses add provide a less tempting ernvironmert in

which to work. This prenise gaes agaist the findings of the Joseplson Institute of Ethics
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ard Dr. Deming’s belief that since peple are the creabrs d the piocess,f we realy wart

to improve the process we need to improve the individual.

Suggestions for Future Research

Future reseach could be conducted for al of attributes hat were classiied asneedng
further clarficaion. Differences lave beenshown to exst betweenthe diferent values-
related initiatives but little attempt has been made in this effort to deermine which
initiative, based on its strategy, was more effective.

Another related area wiere future reseach could be conducted is in the assessert of
the effectiveress of the Acadeny's programs ard how these curent programs ard
initiatives atthe Acadeny canbe “repackaged” as apppriate ard trarsferred to the ertire
Air Force. There does not seem to be any other organization that has more gpplicabilit y
to the values hat are denanded d Air Force pesonnel thanthe United States Air Force
Academy.

Related to this is the question concerning who the initiative should apply to. Future
research could be conduded to clarify this issue Questions such as. Do civilians have or
require the same values as the military members? Do more senior level individuds have
higher valuesthan junior individuak ard therefore ot need he same anount of values
training as he younger enployees? How do industy ard other orgarizatons teachcore
values? How canthe Air Force lest provide he recessar vaues taining to DOD
civilians as well as contractors? These and many other questions related to the subject of

who the initiative applies to and how it should be implemented could be addressed.
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Summary

Values-related initiatives and programs amed a improving character had existed in
this country for several decadedefore the creaion of the USAF in 1947. They have
continued b exst since hat time ard a Inkage las eenesablished in this study back D
1947. Without asessing the relative succeses of ary of them what is important is that
character has been recognized and established as more important in military leadership
thancompetercy. While strategies lave differed over the pasttwo decadegonceming the
need b enphasie ehical values yalues carficaton), curently the importance d the
ethics of right ard wrong deseves equalmerit with the functional explaraton. The
current initiative differs from previous values-related initiatives in several ways that have
been identified in this sudy. This research has called into question two of the primary
assumptions of the current initiative.

It is hoped tat by further examnation ard addiional reseach, the enphass on
character developmert, the enphask placed @ fixing organzatons first, and the lack of
emphasis on the spiritua dimension and the role of the chaplain will be reassessed. It is
also believed that future reseach in the aeas dertified as redng further clarfication will
provide additional insight into how best to effectively implement a core values program.

Lastly, it was ecanmended hat the USAF Acadeny should represem the continuing
“Leadthe force” actvity for character developmert efforts within the Air Force. Thisis
not the first time thatthisidea lad beensuggesed, asGerera Hosmer has recenly sated,
“We then set out to dewlop nmethods © make the Acadeny a nodel for character

development for the entire Air Force.”
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Final Thoughts

The Cae Values nitiative appeas to be a recessar attempt by the Air Force to
identify standards that organizationally will not be compromised and provide the road
signs of ethical behavior for all individuak to acceptard follow. While two of the
assurptions are caled into queston by this reseach, along with seweral areas hat this
reseach shows require clarificaton, the nitiative appeas citical as par of a character
development program. Such a program will require continued leadership suppat ard
emphasis that the current initiative appears to enjoy.

The process avners of this initiative, which emarated atthe Air Force Acadery,
should cantinue © look at the Acadeny for continuing ewolution ard assessenrt of the
character developmert program. It would appeathat lessas leamned there could be more
realistically applied to the rest of the Air Force community, officers, enlisted and civilian.
Obvioudy, further discussions will need to take place b deermine the degeeto which the
Academy’s initiatives are appropriate for the remainder of Air Force personnel.

Lastly, the Air Force slould recagnize hat most past initiatives suely faced ad
failed in the realbattle, “the clashbetweenintent ard pracical execuion.” My firm hope

is that this effort helps lead to success.

177



Bibliography

Air Education & Training Command. AETC Instructor Guide-IG, Core Vdues luly
1993.

Air Education & Training Command. FoundationsFor Quality: Air Force Core
Values—Personal Applications HandbpbkS. Government Printing Office, 1993.

Air Force Core ValuesGuru’s Guide Version 1.0.(http://usafa.af.mil/core-value/).

Alexarder, Marian “Character Dewlopment Program.” United States Air Force
Academy. Point Paper5 April 1994.

Andrus, Burton C. 25th Anniversary Pictorial Reviewof the United State#&ir Force
Academy,1954 to 1979 U.S. Air Force Acadeny CO: Assaiation of Graduaes,
1979.

Billman, Ed. Air Force Qudity Council Working Group Member at AETC for 1993 re
Values Program, Air Education and Training Command, Randolph AFB TX.
Personal interview17, 22 July 1997.

Brende, Ctis A. A Pilot Study on the &ationships BetweenPersonal Valuesand Quality
of Life. MS Thess, AFIT/GSM/SM/76S2. School of Systens ard Logistics, Air
Force Institute d Techology (AU), Wright-Patterson AFB OH, Sepenber 1975.
(No Ad number assigned).

Carter, Stephen LThe Culture of DisbeliefNew York NY: BasicBooks, 1993.

Certer For Characer Dewelopment. United States Air Force Academy @aracter
Development ManualMay 1994.

Character Educaton Partnership, Inc. Character Educationin U.S. Schools The Nw
Conensis—A Report on DevelopmentsDuring 19931995 Alexardria VA,
February 1996.

Civil Air Patrol, Valuesfor Living and Ehics for Command Maxwell Air Force Base
AL: National Headquarters Civil Air Patrol, 1 December 1996.

Code of Federal Regulation, Title 3—The President, 1943-1948 Compilation, 835-836.

Code of Federal Regulation, Title 3—The President, 1949-1953 Compilation, 231.

Colson, Charles W. “A Question of Ethics,” Airpower Joumal, X, No. 2, Sunmer 1996:
4-12.

Covey, Stephen R Principle Cenéred Leadershp. New York NY: Simon & Schuster,
1992.

Covey, Stephen R The Seven Hats of Highly Effecive Reople. New Yok NY: Simon
& Schuster, 1989.

Dalbey, Stepren B. A Pilot Study ofthe Rersonal Value Sysemsof United StatesAir
Force Oficers MS Thess, AFIT/GSM/SM/72-4. School of Systens amd Logistics,
Air Forcelnstitute o Tecmology (AU), Wright-Patterson AFB OH, Decenter 1972
(AD-754163).

178



Deming, W. Edwad. Out of the Crisis. Canbridge MA, Massachsetts Institute o
Technology, 1982.

Department of the Air ForceUnited States Air Force Core ValudsJanuary 1997.

Depatment of Defense, Joint Rublication 1 (Joint Warfare of the AmedSewicesof the
United States) 10 January 1995.

Dethloff, Frark R. ard Demis E Doucet A Study ofPilots’ Value Syeemsand Their
Effect on Greer Intentions MS Thesis, AFIT/LSSR29-78B Sdool of Systems
and Logistics, Air Force Institute of Technology (AU), Wright-Paterson AFB OH,
September 1978 (ADA061342).

Durford, Douglas. Current Core Values Initiative Co-administrator, Air Education and
Training CommandRandolph AFB TX.Personal interview16-17 July 1997.

Fogleman, Ronald R:Core Values Revisited Air Force Times, March 17, 19937.

Funk, Charles E. Funk & Wagnalls New College Standad Dictionary. New Yok NY,
Funk & Wagnalls Company, 1956.

Groh, John E. Air Force Chaplains Volume IV, Air Force Chaplains 19711980
Washington DC, Office Chief of Air Force Chaplains, 1986.

Groh, John E. USAF Chaplain Service Volume V, Fadlitators of the Free Exercise of
Religion 1981-1990Washington DC, Office Chief of Chaplains, USAF, 1991.

Hall, Brian F. ard Davd A. Wagie, “The US Air Force Acadeny’s Cutting-Edge
Character Developmert Program,” Airpower Joumal, X, No. 2, Summer 1996: 35-
39.

Heim, Robert L. Leadeship Decison Making and the JudeGhristian Ethic. MS
Thegs, US Army Command ard Gereral Staff College, Fort Leawenworth KA, 1993
(AD-A273-013).

Hosner, Bradey C. “View From the Top,” CheckpointsMagaine, Assciation of
Graduates of the US Air Force Acader2@, No 1, Spring 19947.

Jargersen Dariel B. Air Force Clapkins Volume Il, Air Force (haplains19474196Q
Washington DC, Office Chief of Air Force Chaplains, 1961.

Josephson, Michael Ethical Values Attitudes and Behaviors in American Schools
Marina del Ray CA:Josephson Institute of Ethics, 1992.

Kilpatrick, Willam K. Why Johnny @n’t Tell Rght From Wrong New Yok NY:
Simon and Schuster Inc., 1993.

Ledford, Tranette.'Ministering the Force,/Army TimesMay 19, 1997:12-14.

Lewalen, Robert D. “Sex, Power, and Ethicss The Chalenge to the Military
Professional,’Airpower Journal V, Fall 1991, No. 3:57-65.

Lickona, Thomas. “The Rewurn of Character Educaton,” Educational Leadeship,
November 199386.

Marumoto, Glen S. The Study oPersonal Valuesof Selected Senidd.S. Army and US.
Air Force Oficers. MS Thess, AFIT/GLM/LSR88S44. Sclool of Systens ard
Logistics, Air Force Institute of Technology (AU), Wright-Paterson AFB OH,
September 1988 (AD-A201580).

Matthews, William. “Soul Searching, Fogleman Presses the Air Force to Check its Moral
Compass,’Air Force Times, February 24, 1997: 12-16.

179



McCosh Cawol E. The \alue Herarchies of Seéced Ar Force Oficers MS Thesis,
AFIT/GLM/LSH/86S48. School of Systens ard Logistics, Air Force Institute o
Technology (AU), Wright-Patterson AFB OH, September 1986 (AD-A174087).

Nawarol, Raymond L. Robett E. Lee: Character Centered Leadeship. MS Thesis, US
Army Command ard Gereral Staff College, Fort Leawerworth KA, 02 lin 1995
(AD-A299-272).

Nord, Warren A. Religion and American Education—Rethinking a Mtional Dilemma
Chapel Hill NC: The University of North Carolina Press, 1995.

Palmer, Davd G. A Code ofEthics r Air Force Oficers US Army War College
Carlisle Barracks PA, 26 March 1973 (AD-911-116).

Peters, Thomas J and Robert H. Waterman, ¥. In Seach of Excellence New Yak NY,
Warner Books, 1982.

Price, Rita A. The QuestFor Moral Fiber atthe Recommssining Level US Army
War College, Carlisle Barracks PA, 15 April 1996 (ADA-309-657).

Reltberg, Cal D. “Ethics ard Character Developmert in Government Orgarizations,”
unpublished paper, HQ USAF/REXP, Washington DC, August 1994.

Roberts, AlexarderB. “Core Values n a Quaity Air Force: The Leadeshp Challenge;
Airpower Journal Summer 199440-53.

Sdaharlemann, Martin H. Air Force Chaplains Volume 11, Air Force Chaplains 1961-
1970. Washington DC, Office Chief of Air Force Chaplains, 1971.

United Sates Ar Force Acadeny. Annual Report of the Supantendent—iscal Year
1966. August 1966:39-40.

United Sates Ar Force Acadeny. Annual Report of the Supantendent—iscal Year
1966. August 197051-52.

United States Air Force Acadeny Professonal Dewelopmert Program—Deputy
Commandant for Military Instruction, Class of 1995, Second (ass Cadet Study
Guide Fall Semester 1993.

United States Military AcademyAnnual Report of the Superintendent—1 July 1969 -

30 June 1970. West Point NY32.

United States Military AcademyAnnual Report of the Superintendent—1 July 1970 -

30 June 1971, West Point NY37.

United States Military AcademyAnnual Report of the Superintendent—1 July 1971 -

30 June 1972, West Point NY36-37).

United States Military Academy. The Annual Report of the Supéntendent-% July
1972—30 June 1973Vest Point NY:37-38).

United States Military Academy. The Annual Report of the Supedntendent-% July
1969—30 June 197@Vest Point NY.

Wallisch, Bill. “Four Pillars of Excellence Air Force MagazingApril 1984: 94-97.

Wenker, Kennegh H. Ethicsin the Ar Force: 1988 Depatment of the Air Force: 1988.
Maxwell Air Force Base AL, Air University Press, February 1990.

White, Jery E. “Persona Ethics versus Rofessonal Ethics;” Airpower Joumal, X, No. 2,
Summer 1996:30-34.

Willis, G. E. “In the Midg of Scandds, Army Leadership Wants Its Soldiers to Instill
Ideals in Their LivesWhat Does That Mean?Army TimesJune 16, 1997:

12-14.

180



Yin, Robet K. Case Study Rsearch—Desgn andMethods Thousand Oaks CA, Sage
Publications, 1994.

Zidinski, Constantine E. “Eternal Faith in aWorld of Change” Air Force Magaine, June
1959: 91-92.

181



	Title Page
	Disclaimer
	Contents
	Tables
	Acknowledgments
	Abstract
	Chapter 1: Introduction
	Overview
	Introduction
	Background
	Previous Research on the Subjects of Values and Character
	Problem Statement
	Research Objectives
	Research Questions
	Intended Scope and Limitations
	Structure of the Research

	Chapter 2: Methodology
	Introduction
	Research Design
	Research Objective #1
	Research Question #1
	Research Question #2

	Research Objective #2
	Research Question #3
	Research Question #4
	Units of Analysis
	Criteria for Interpreting the Findings

	Protection of Quality Within the Research
	Case Study Protocol
	Overview of the Case Study Project
	Field Procedures (Sources of Information)
	Case Study Questions

	Summary

	Chapter 3: Relevant Sources External to the Air Force
	Chapter Overview
	Background
	Introduction
	The Covey Leadership Center (Dr. Stephen Covey)
	Character Education Partnership
	Josephson Institute of Ethics
	Joint Publication 1 (Joint Warfare of the Armed Forces of the United States)
	United States Military Academy at West Point

	Summary

	Chapter 4: Current Air Force Core Values Initiative
	Chapter Overview
	Introduction
	History of the Current Initiative
	Documentation
	The Little Blue Book
	United States Air Force Core Values Home Page (Website)
	Chapter I—The Core Values Initiative:  An Introduction
	Chapter II—The Field Weave
	Chapter III—The Schoolhouse Weave
	Chapter IV—The Continuation Phase
	Chapter V—Doctrine
	Chapter VI—Supporting Ideas
	Chapter VII—Active Learning
	Appendix 1—Tables
	Appendix 2—Global Engagement:  A Vision for the 21 Century Air Force
	Appendix 3—USAF Core Values Comprehensive Lesson Plan

	Role of Character Development in Current Initiative
	Roles and Responsibilities of the Chaplain in Current Initiative
	Additional Findings
	Summary

	Chapter 5: Review of Similar Air Force Values-Related Initiatives Through the 1993 Core Values Program
	Chapter Overview
	Literature Review
	Air Force Related Initiatives
	Pre-Air Force Character Guidance
	Early Air Force Policy
	Air Force Chaplain Program
	Character Guidance Program (1948)
	Dynamics of Moral Leadership Program (1957)
	Moral Leadership Program (1961)
	Adult Values Education (AVE) (1974)
	The 1993 Core Values Program
	Foundations For Quality:  Air Force Core Values—Personal Application Handbook
	AETC Instructor Guide-IG, Core Values
	Additional Information

	Summary

	Chapter 6: Initiatives at The United States Air Force Academy
	Chapter Overview
	The United States Air Force Academy
	The Air Force Academy’s Center for Character Development
	Other Academy Curriculum on Character
	Historical Mandatory Chapel

	Summary

	Chapter 7: Analysis and Findings
	Chapter Overview
	Research Question 1
	Research Question 2
	Research Question 3
	Similarities
	Differences

	Research Question 4
	Emphasis on Character Development
	Role of the Chaplain

	Additional Findings
	Areas Needing Further Clarification

	Suggestions for Future Research
	Summary
	Final Thoughts

	Bibliography

